
.- rr.,.,r-,        , 
"»'i1'";; 

@ 

m I I 
'■'.-■ 

■■,■•• 

  

■ 

■ ■ 

•    •    ■■ ■,'■.■ 

■ .   . ■■ ■    , •    . •.       - 

■■■.,'■' ■   ■       ■ ■■    ': 

.,    ... 

■ 

THE  EMPLOYMENT  OF   RETIRED  MILITARY  PERSONNEL 

by 

Lau re   M.   Sharp 
Albert   D.   Bidttman 

v ■ 

'■:■:''■."' ,   • ' -'■'.}' 
■     ■ •   . .    ,-   ;■ ■ •    ■ ■        ■■..■ .   ..,,.   ■-    . " ; % 

""■,■. ' ,   ' ■    . .,   ... 
• . ■ ■ ■   ' 1.-       ,   . 

■■'■.■,'.' ' '   '•        ■■■.■:■ 

: 

. 

-sj: 
•. ' ■■ 

^■l 

m 
I 

... 
.■ .      ;      .   -.      -,.■     •    ... 

':     ..■"...■■■   ■ 

'•.   ■■■' 

i 
■■ 

: 

T  ■ 

a D c AT." 'l-' *~S        X> 

li , FEB 8186Z 
• 1. ■.■'.,, ■(   . ' ■• 

- ULiibiPirQiTrK u 

■ ■ 

SOCIAL SCIENCE RESEARCH, INC. 

WASHINGTON,  D. C 

.      ■  ■ 

■ 

■v ■■.... 



BSSR:37I 

THE  EMPLOYMENT  OF   RETIRED  MILITARY  PERSONNEL 

by 

Laure  M.   Sharp 
Albert  D.   Biderman 

A  report  prepared  for  the 

Office of Manpower Policy,   Evaluation  and   Research 
U.   S.   Department of  Labor 

BUREAU  OF  SOCIAL  SCIENCE  RESEARCH,   INC 
1200 Seventeenth Street,   N.   W. 

Washington,   D.   C. 

July   1966 



I 

I 
1 

ACKNOWLEDGMENTS 

The  present   report   is  based on  two studies  performed by the  Bureau 

of Social   Science Research under Contract Numbers  81-08-26 and MDTA  16-63 

with  the  Office of Manpower,  Automation  and Training   (now Office of Manpower 

Policy,   Evaluation  and Research)   of  the U.   S.   Department  of Labor, 

The  first  study was  an original   two-phase  survey of a cohort of 

retired military personnel;   the   second  study was  a   reanalysis of data 

collected by  the Department of Defense   in  connection with  the Medicare 

program. 

We wish  to thank our sponsor  and especially Dr.   Howard  Rosen, 

Mr.   Robert  Malakoff,  Mr,   Roger Bowlby, and Miss  Bella  Schwartz  for their 

continuing  help. 

The  following organizations   lent   their endorsement   to  the BSSR 

survey of   retired personnel:    Air Force Association,  Association of the 

United  States  Army,   Fleet  Reserve Association,   Navy  League of  the United 

States,   NCO Association of  the U.S.A.,   Reserve  Officers Association of 

the  U.   S.,   Retired Officers Association,  AFL-CIO,  American Personnel   and 

Guidance Association and  the American Vocational   Association,   Inc.     Their 

cooperation   is  gratefully acknowledged. 

Both  studies were  carried out  with  continuing  assistance  from 

the  Department  of Defense.     Colonels  Herbert  B.   Allen  and Winston G.  Whall, 

of  the Office  of  the Assistant  Secretary of Defense/Manpower,  were 

particularly  helpful   in  the early  stages of  the  data  collection.    We are 

also grateful   to the  personnel   branches  of  the  Department  of the Army, 

Navy,  Air Force and Marine Corps  for  the efficient  distribution of our 

initial   questionnaire. 

i i 



In the reanalysis of the DOD data, we were greatly assisted 

through the preparation of special tabulations by the Air Force Data 

Services Center.  In this connection, we wish to express our special 

thanks to Mrs. Caroline Jackson and Mr. Nicholas A. Adams of the 

Department of Defense. 

We also wish to acknowledge the help of several other individuals 

and organizations who have made it possible for us to negotiate the 

complexities of this study at various points.  The advice and counsel of 

Col. Jackson V. Rambeau of the Air Force Association was especially 

helpful in the planning phase.  Brig. Gen. James H. Banville of the 

Retired Officers Association, and Miss Catherine Phelps and Mr. Francis R. 

Barnard of the USES in the District of Columbia provided us with first- 

hand insights into the placement problems of retired personnel and helped 

us in the conduct of our pretests. 

At the BSSR, Samuel L. Lyerly provided statistical consultation 

throughout the life-span of the study.  Frank Davis was responsible for 

the data collection, processing and analysis.  Several other staff members 

contributed research and editorial assistance, in particular Adrianne 

Weir, Rebecca Krasnegor, and Carol Busch. 

i i i 



11 
[I 

TABLE  OF CONTENTS 

0 

n 

n 

ACKNOWLEDGMENTS   i i 

SUMMARY  vi 

I.      INTRODUCTION:     WHY THIS  STUDY WAS   PROPOSED AND  CONDUCTED   .   . 1 

II.     HOW  THE STUDY WAS   CONDUCTED  10 

A, The BSSR Study  11 
B. The DOD Study  23 

III.     SALIENT  FINDINGS     26 

A. Personal   Characteristics     26 
1. Rank,   service,   age and  education  26 
2. Social,   family  and ethnic  characteristics  39 
3. Income  ^3 

B. Preparation for Retirement and for Employment  45 
1. Preparation for civilian employment 

through selected military tasks  k8 
2. Timing and reasons for retirement  52 
3. Planning for retirement and employment   55 
k.     Selection of a retirement residence: 

the crucial act in retirement planning  58 
5.  Psychological readiness for civilian employment. , . 69 

C. The Job-Seeking Process  7^ 
1 . Timing  "Jk 
2. Use of counseling and information services  76 
3. How jobs are sought and found  78 
4. Job preferences and long-run expectations  83 

a) Levels of financial and occupational aspiration. 83 
b) Specific occupational skills   92 
c) Job preferences: preferred employer; 

desirable job attributes   95 
5. The military retiree in the job market: 

how employers and counselors see hiin  99 
D. After Retirement:  How the Employment Situation 

Shapes Up  105 
i.  Employment status  105 
2. Job seekers  106 
3. Job holders  137 

a) Type of employer  137 
b) Type of job  1^5 
c) Military skills and civilian jobs  151 
d) income  165 
e) Job stabi 1 ity  173 

i v 



TABLE OF CONTENTS — Continued 

k.     Postretirement perspectives, long-term 
expectations and training needs: 
job holders and job seekers  181 
a) Assets and handicaps  181 
b) Skill utilization  195 
c) Job satisfaction and long-term expectations. . . 20^ 
d) Training needs  21^ 

IV.  DATA IMPLICATIONS  22k 

A. The Broad Perspective:  Convergence 
of  Military  and Civilian Occupational   Structure  22^ 

B. Training  Needs  226 
C. The Contribution of Military  Retired 

to Skill   Shortage Areas  228 
D. Older V/orkers  and Second  Careers  230 
E. Readiness  to Move  231 
F. Further  Research     232 

APPENDIX A:     PRERETIREMENT QUESTIONNAIRE 



■         ■      ■--;     I.    " U UIWjgHmi.Pl,     I '   I JH'I i'.^1 '.«.I   l|      .'I      , I   -^--T-«"-'-!—V-   - 

SUMMARY 

Study Object ives 

Civilian employment for men retiring from the American military 
service is a manpower topic that is receiving continually greater 
attention.  Current policies tacitly assume the possibility of smooth 
transfers from the military to the civilian sector for a steadily growing 
number of physically able military retirees (an estimated 1 million by 
1980). This report deal with the most comprehensive study yet under- 
taken of the employment transition from military to civilian life by a 
portion of this large reservoir of trained manpower.  The primary 
interest here is in the intrinsic significance of r.he problems of this 
segment of the national labor force. The problems faced by men seeking 
civilian employment following military careers of 20 years or more, and 
the methods they employ in the process, may also have much relevance for 
the growing number of civilians who similarly need to make a change in 
career during the middle years. 

* One specific objective of the study was to determine the extent 
to which specific occupational skills have "high" or "low" transferabi1ity 
from military to civilian occupations, and the implications of these 
findings for needed traininj and retraining programs.i~ 

1 Data Sources 

r 

1, 

[ 

Data for the study were obtained from two sources:  (1) a ^hree- 
phase panel survey of selected members of the cohort of officers önd 
enlisted men who retired in May 1964 (defined as the BSSR study) and 
(2) special analyses from the Department of Defense Survey of Retired 
Military Personnel, September I963 (defined as the DOD study).  The BSSR 
study was conducted from early March ]S6k  to the end of February 1965, 
and excluded retirees expected to have atypical second career patterns, 
in particular those having a high degree of disability (over 30 per cent), 
women, and those over age 52. 

The BSSR study consisted of three stages:  In Phase I, a self- 
administered preretirement mail questionnaire covering personal and 
education background information, military career details, end plans 
for retirement, was sent to 3,350 retirees, from whom a total of 2,638 
usable questionnaires was obtained and analyzed. Phase I I consisted of 
an intensive t5-week, follow-through survey of 500 randomly selected 
volunteer respondents who had indicated their intent to seek jobs 
immediately following retirement, plus the counselors and employers they 
contacted during this period. There was communication with ^35 of this 
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group (95 officers, 3^0 enlisted men), 73 per cent of whom found employ- 
ment within the 15-week period.  In Phase III, post retirement mail ques- 
tionnaires were sent to the 2,755 men who had answered the preretirement 
questionnaires, plus 116 who had indicated they did not plan to look for 
work.  The postretirement questionnaire was focused on seeking, finding 
and changing jobs during the first 6 months following retirement.  It 
also included expectation, aspiration, and attitude items replicated 
from the preretirement questionnaire.  A total of 2,250 completed 
questionnaires was returned--a response rate of 82 per cent. 

Analysis of the DOD material was based chiefly on responses to 
15 items concerning employment which were identical or similar to items 
in the BSSR questionnaires.  The present study dealt only with responses 
of men who were recently retired (from the beginning of I960 through 
July 1963) and who met the eligibility criteria for the BSSR sample, a 
total of 3,098, 937 officers and 2,161 enlisted men.  Thus the trend data 
provided by the DOD study coupled with the greater detail of the BSSR 
data give greater depth to the findings. 

Personal Characteristics of Retirees:  Branch of Service, Rank 

The personal characteristics of the men in both the BSSR and DOD 
samples proved similar; over two thirds are enlisted men; the officer 
group is composed almost equally of regular and reserve officers, the 
majority having received their commissions from officer candidate or 
cadet schools.  The greatest dissimilarity between the two samples was 
in the proportions from each branch of service. V/h i 1 e Army retirees 
comprise about one third of both samples the BSSR sample included a 
larger proportion of Air Force officers and enlisted men, and a smaller 
proportion of Navy men.  Because of their generally higher educational 
attainment, underrepresentation of Navy retirees may affect the general 
applicability of the BSSR findings for officers. 

In both samples, the median rank for officers is the 0-5 level 
(corresponding to lieutenant colonel) and for enlisted men, the E-7 level 
(master sergeant or sergeant 1st class); the median age for all was ^3 
years. 

Educational Background 

The median level of education was "some college" (but no degree) 
for officers, "high school graduate" for enlisted men.  Educational 
level varies significantly among the service branches:  10 to 1^ per cent 
more naval officers have college degrees than the highest proportion 
of officers in the other services.  Educational deficits are often 
made up during military service:  63 per cent of the enlisted men in 
the BSSR sample had not completed high school when they entered 
service but, by retirement, only 33 per cent had not done so.  Similarly, 
the number of officers who were college graduates rose from 17 per cent 
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preservice to 33 per cent at retiremem.  The leveling out of educational 
differences between services for career personnel which was also observed 
may reflect both in-service education and differences in retention 
patterns. 

Rank and education are positively related:  the higher the rank, 
the higher the educational level for both groups in both samples. 
Educational level is correlated directly with age among officers, but 
not among enlisted men.  This reflects the promotion and retention of 
college-educated officers in greater proportion.  In the long-run, it 
should be noted, the relation of age to education among the military 
retired population will be affected by the higher levels of education 
of successive entry cohorts. 

Social, Family, and Ethnic Characteristics; Retirement Pay 

Among men in the BSSR sample, recruitment from farm areas- 
traditional 1 y high for military career personnel--persists in this cohort. 
Slightly more than a sixth of the officers and almost a fourth of the 
enlisted men had rural backgrounds.  The largest single number of the men 
are the sons of skilled and semiskilled workers.  Most of the men were 
married, but the divorce rate was also high.  Officers apparently had 
more stable marriages than enlisted men and a somewhat larger number of 
dependents (22 per cent of the officers and 19 per cent of the enlisted 
men have 5 or more dependents).  The officer group is almost exclusively 
white; of those enlisted men responding, 6 per cent were Negro, and 2 
per cent, other ethnic minorities.  The median monthly retirement income 
was only about half as much as active duty pay, $^7' for officers and 
$181 for enlisted men, compared with $900 and $380 respectively prior to 
retirement.  In both groups, 'lO per cent were homeowners. 

Preparation for Retirement and Employment 

Long-range preparation for retirement and employment was not 
characteristic of this group.  Prior to their last assignment, only 18 
per cent of officers and 16 per cent of enlisted men had sought assign- 
ments calculated to give them experience valuable in civilian jobs. 
Closer to retirement, 57 per cent of the officers who had any choice 
regarding their final assignment said postretirement considerations played 
a part in it:  ^1 per cent chose assignments in the areas in which they 
wanted to retire, but only about a tenth of them considered such factors 
as valuable experience for future work and convenience of the assignment 
for job contacts. Only kS  per cent of the officers and 3^ per cent of 
the enlisted men made specific plans for retirement a year or more before 
retirement.  The larger number of unattached or childless men in the 
enlisted group may account for their greater lack of planning. 

The majority of the men (9^ per cent of enlisted men, 65 per cent 
of officers) classified themselves as voluntary retirees, although many 
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would have had to retire within a short time by law or regulation.  Close 
to half of the voluntary retirees said they saw no chance for further 
advancement in the military. 

Residence after Retirement; Attachment to Military Life 

Following retirement, the majority of men live in large metro- 
politan areas; 60 per cent of the BSSR sample and 6.3 per cent of the DOD 
sample settled in either the South Atlantic, Pacific Coast or West South 
Central census regions.  The two most important factors in the choice of 
retirement residence were said to be availability of jobs and of nearby 
military facilities — the latter having the strongest appeal for the 
"middle level" retirees, who also have the greatest employment problems. 
Although 90 per cent of the job seekers said they would move to obtain 
a job, almost half [hk  per cent) expressed strong geographic preferences 
or restr ict ions. 

There was little evidence that a high level of military identifi- 
cation was prevalent among the retirees; only about a third of the men 
(BSSR sample) would advise their sons to seek military careers and a little 
more than a fourth would advise against it. 

Employment Plans and Perceptions 

The overwhelming majority of the retirees shared r:-  persistent 
optimism about the future:  83 per cent intended to enter the labor 
market immediately after retirement and another 13 per cent planned to 
do so after taking some time off.  Moreover, over two thirds expected 
to find jobs within 3 months.  Although their salary expectations were 
modest, only a few (3 per cent) thought that they would have lower 
incomes 5 years after retirement than in their last year of active duty 
They largely felt that they were equal, perhaps superior, to civilians 
doing the same kind of work, and also that their military experience 
would be an advantage. Apprehensions centered mainly around adverse 
effects of their age (considered a definite drawback by close to 80 
per cent of these men) and "company hiring and employment practices 
(50 - 60 per cent).  Many perceived some difficulties, but only 
initially, in locating jobs equal to their service jobs.  Nor did most 
perceive the need for any extensive retraining to qualify them for the 
civilian jobs they sought:  those who thought that they might require 
some training (two thirds of the officers and a half of the enlisted 
men) usually felt their need could be met through on-the-job training. 

Preferred Jobs and Employers 

The retirees' perceptions of their occupational skill areas and 
their first choice for a civilian job reveal the predominance of 
administrative and quasiadministrative experience and aspirations. 
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Conversely, there is a limited perception of competence and little 

interest in technical jobs. 

Most retirees express a clear preference for employment in large 

bureaucratic organizations, in particular for the federal government as 

their first choice of employer. Their apparent desire essentially to 

replicate their military work pattern probably stems from their job 

value system: of 19 attr'butes, 3^  per cent of the officers and 88 per 
cent of the enlisted men listed chance for advancement as very or 

somewhat important, but few rated independence or freedom from super- 
v is ion so highly. 

Employer and Counselor Evaluation of Job Seekers 

Data on job seekers from counselors and prospective employers, 

though limited, provides revealing contrasts to the retirees' self- 

evaluations. Almost two thirds of the employers considered military 

status an asset, as compared with only 38 per cent of the officers seeking 

jobs.  Similarly, only 15 per cent of employers called age a drawback 

while 80 per cent of the men did so.  But prospective employers more 

frequently regarded the retired applicant as needing training than did 

the retirees themselves.  Counselors specified the need for training 

less frequently then employers, perhaps because they tend more than 

employers to think of the entire job range open to the retirees, rather 

than a specific job. 

Timing of Job Seeking Efforts 

The earlier the men made efforts to locate jobs, the sooner they 
found them.  Of the May 196U retirees, 7^ per cent of officers and 

85 per cent of enlisted men had not located jobs prior to retirement, and 
31 per cent of officers and 43 per cent of enlisted men had not started 
the job hunt until they were actually serrated from the service. 

Use of Counseling and Information Services 

Available counseling and information resourcer in the military 

and outside are little understood and used; 81 per cent of the May 1964 

retirees said they had used none at all and only 3 per cent received 

counseling from the military.  This suggest the need to better communicate 

the availability of these services to those about to retire.  Prior to 

retirement, the men considered various job channels.  The public employment 

service (federal and state) was the most popular choice among enlisted, 

and the seccnd most frequent choice among officers. 



Placement Channels 

In the actual placement experience, formal channels were less 

productive than informal ones (personal contact, direct application to 

employer, etc.).  First contacts through such informal channels accounted 

for two thirds of the jobs that the men obtained prior to or soon after 

retirement.  Formal channels, notably the public employment services, 

are used more extensively over time, and most often by those whose former 

military rank and skill transferabi1ity are lowest. 

Placement Experience 

Six to 8 months after retirement, 71 per cent of the officers and 

76 per cent of the enlisted men reported that they were employed.  Of the 

remainder, 13 per cent of the officers and 3 per cent of the enlisted 

men were full-time students.  Placement took place rapidly; over a ha If 

of th^ men began work within two months of retirement.  The proportion 

of the May 196^ retirees looking for work 6 to 8 months later (16 per cent 

of the officers, 21 per cent of the enlisted men) is quite high compared 

with the male civilian population in the same age group.  And, at the 

time the DOD survey was made, a small but disturbing uptrend in unemploy- 

ment was found for the successive retirement cohorts of I960, 1961, and 

1962--^,6 and 8 per cent respectively for enlisted retirees. 

Job Holders and Job Seekers:  Personal and Attitudinal Characteristics 

Those who were job seekers 6-8 months after retirement differ 

in several important personal respects from those who had found jobs. 

Navy and Marine retirees (in both the DOD and BSSR sample) had a higher 

rate of employment than the Army and Air Force men.  Educational 

achievement probably is the most significant single determinant of a man's 

employment situation: kO  per cent of the officers with college degrees 
were early job holders (at time of retirement) compared with 26 per cent 

of all officers.  Apprehensiveness regarding age prior to retirement was 

justified to any significant degree only in the case of enlisted men: 

about a third of those over 55 were job seekers.  For officers, the 

effects of age are obscured by the superior rank and educational qualifi- 

cations of the older officers.  Race and religion had some effect on 

employment of enlisted retirees:  Negroes and members of other minorities., 

had relatively greater difficulty in getting jobs. 

Employment was also directly related to number of dependents.  This 

is attributable to the greater economic and social pressures to obtain 

early employment from these responsibilities.  The pressures appear more 
soc iopsycholog ica.l than financial, however. 

Successful job placement of these men is related to several 

constellations of personal and attitudinal variables.  The best qualified 

men, determined by scores on a "capability" index, were most likely to be 
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employed, but not the reverse:  unemployment was highest among those 
scoring at the middle level.  There are significant differences in level 

of aspiration between job holders and job seekers with officers and 

enlisted men who are job holders having proportionately higher aspirations 

than their job-seeking counterparts.  From measures based on an index 

measuring financial need it appears that differences in financial status 

are not major determinants of employment.  The more affluent retirees 

are as eager to be employed as those with lower retirement pay and fewer 

assets, and they are usually better qualified.  But a preretirement 

decision to reside in a particular place does influence occupational 

adjustment in a positive direction.  An index measuring se1f-confiden_e 

showed some relationship between self-confidence and successful job 

seeking among enlisted men but not among officers. Although there is 

a slight tendency for officers who are job holders to be less attached 

to military life and institutions than job seeking officers, a consistent 

relationship between military identification and civilian job success 

cannot be established.  In fact by every one of the measures used in 

this study, job-holding retirees who retained ties with military 

institutions and facilities were more successful than nonusers . 

Type of Employment 

Retirees as job holders were widely scattered in the civilian 

economy.  Not all those interested in employment with the federal 

government had been hired--only 11 per cent of the officers and lp per 

cent of the enlisted men--but the number will no doubt increase over 

time since federal personnel processing is often delayed.  A substantial 

number of officers (19 per cent) took jobs in insurance and real esrate, 

while enlisted men employed by business most often tended to work in smai 

establishments, plants and retail stores. 

Educational Level and Types of Jobs Found 

Educational level accounts for sharp differences in the types 

of jobs the men obtained.  More than a half of the officers who were 

college graduates obtained jobs with the federal government or with 
large businesses.  A fourth of the retired officers in the federal 

government are doing clerical or technical rather than administrative 

or professional work.  Enlisted men similarly obtained chiefly clerical 

or technical jobs in the federal government, but in state and local 

governments, they are more likely to work in protective services.  Both 
officers and enlisted men tend to accept sales or clerical jobs initially, 

then shift to other fields if the opportunity arises. 

A consistent finding for officers is the crucial importance of a 

degree in qualifying them for professional and upper level business jobs. 

College courses (not part of a degree program) make a great marginal 

contribution to occupational upgrading for enlisted men but almost none 

for officers.  High military rank (sometimes used by employers as a 
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measure of a successful personality) is also associated with the better 

jobs.  Since higher ranking officers are most likely to be college 

graduates, education may have a multiplier effec'::  the higher the 

educational level, the greater the degree of advancement in the service 

and subsequently in civilian life. 

Transfer of Military Skills and Civilian Jobs 

The actual extent of skill transfer is difficult to determine 

without detailed job descriptions.  There appears to be a greater transfer 

for enlisted men than for officers.  Even when skill transfer appears 

most likely, as in electronics and medical specialties, apparently no 

more than a third to a half of the men obtain civilian jobs in their 

specialty.  Electronics was probably the highest skill "carry-over" 

category.  Those with aviation careers found employment in their field 

least often, probably because of the inhibiting seniority system in the 

air transportation industry.  In some fields, inability to transfer 

seniority may be a greater barrier to employment than the lack of 

transferable skills.  But there is little doubt that for men in some 

military specialties (aircraft, combat, ordnance) satisfactory civilian 

employment is especially difficult to obtain.  A consistent finding is 

that the same military specialty groups in which relatively large numbers 

of men were unemployed 6 months after retirement also turn out to have 

the largest proportion of unrelated placements and men who report 

difficulties in finding jobs. 

A comparison of objective skill transfer ratings with actual 

civilian jobs showed that for the BSSR sample as a whole fewer than 

half of the men were working in comparable occupations.  Even in high- 

transfer fields (engineering, electronics, skilled crafts) the data 

reveal considerable "slippage," with many technical specialists going 

into civilian business, sales, clerical or service occupations. 

Military Rank, Education and Civilian income 

Over-all income levels are decidedly low.  The annual median 

income in 1963 was $6,130  for officers and $^,690 for enlisted men in 

the DOD survey; it was $7,785 for officers and $^+,730 for enlisted men 

in late 1964 in the BSSR sample. 

The effects of rank and education on income levels are dramatic. 

The highest ranking officers in both the DOD and BSSR groups commanded 

about $4,000 more annually than the lowest ranking officers.  Differences 

among enlisted men are similar, though smaller.  Age and income are 

inversely related; the negative effects of age are most marked among the 

enlisted.  In effect, the promotion and retention policies of the service 

make age, rank and educati n interdependent variables.  Detailed analysis 

suggest that the relativ   low median incomes for the total retired 

population are due to th  oncentration of relatively large numbers of 
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officers and enlisted men in low-paying clerical, sales and service jobs; 

men working in professional, technical, administrative or skilled 

occupations reported salaries commensurate with the status of these jobs. 

Job Turnover 

Job stability is high:  fewer than half of the DOD retirees had 

held two or more jobs since retirement, and only about a fourth of the 

enlisted men and less than a sixth of the officers in the BSSR sample 

had held 2 or more job^.  There was greater employment stability among 

officers in engineering and teaching than in any other subgroup or 

occupation field.  As expected, the least turnover occurred in profes- 

sional managerial and white-collar occupations, except for those officers 

who initially settled for occupations incongruent with their former 

status. 

Postretirement Assessment:  Job Holders and Job Seekers 

Pre- and postretirement assessments by these men of thrir assets 

and handicaps in the labor market was sharply affected by job status. 

Job holders tended to give low weight to structural elements in the labor 

market:  only 20 per cent thought that "company hiring practices" had 

been a handicap, compared with close to 3 times as many men who anticipated 

this to be the case.  Similarly, Gk  per cent of officers and ^3 per cent 
of enlisted men who originally thought their military background would be 

of little help changed their minds.  The greatest disappointment was in 

the area of skill utilization:  of those men who perceived less utilization 

of their skills in civilian jobs, fewer than half had anticipated this. 

This was particularly salient for men with low educational achievement. 

Low skill utilization did not lead to a revision of the men's rating 

of their skills compared to civilians doing the same kind of work:  if 

anything, their experiences in actual job situation led them to rate 

their own qualification even higher than prior to retirement. 

Future Job and Training Plans 

Relatively low income and the perception of skills not fully 

utilized accounts for some restlessness among these men.  Among the job 

holders, kS  per cent of the enlisted men and 38 per cent of the officers 
in the BSSR group indicated some interest in obtaining a different job. 

Feelings of optimism persisted among the retirees as a whole, but to a 

considerably greater extent among job holders than among job seekers. 

Ouite a few men changed their minds about their needs for training, 

although they largely persisted in thinking that on-the-job training was 

the only kind necessary.  Those officers most handicapped in the labor 

market, measured by lowest income, perceived the need for training most 

strongly.  The development of suitable training programs undoubtedly 

would lead to substantial financial rev;ards for many of the retirees. 

x i v 



Data Implications:  Mi 1 itary-Civi1'an Skill Convertibility 

Over-all, the two surveys suggest that the assumptions on which 

military retirement policies are based--the ready transfer of military 

skills and credentials to the civilian environment--have operated 

satisfactorily, in the majority of cases.  For this majority, specific 

military training is neither as much of an asset as is sometimes claimed 

nor as much of a drawback as believed by those unfamiliar with the 

current military establishment.  Educational achievement rather than 

specific military skill is the most important factor in the occupational 

adjustment of former military men.  For enlisted men, age and race 

present occasional handicaps.  Some officers tend to handicap themselves 

by selecting their residence in popular retirement areas (i.e., the 

West Coast). 

Retraining Needs 

Retraining programs should be tailored to the special needs of 

officers and enlisted men.  The most appropriate training for officers 

would be programs leading to college degrees.  This would also facilitate 

placement in sectors where there is much mutural interest (educational 

and nonprofit institutions, state and local governments) but where lack 

of formal qualifications and lack of placement channels have led to 

relatively little placement activity.  For many enlisted men, too, 

programs of formal, col 1ege-1evel instruction might lead to significant 

pay-offs.  But in addition, there appears to be J hard core of hard-to- 

pi ace ex-servicemen who suffer '.ypically from lack of formal education 

and a low transfer specialty.  Their problems might be best met through 
specially designed experimental programs. 

Need for Placement Channels 

The surveys also suggest that the skill of many ex-servicemen 

are lost to the civilian economy.  More intensive placement efforts might 

counteract the considerable slippage revealed in the survey.  As of now, 

ex-military personnel are not likely to contribute significantly to the 

solution of technical shortage problems. 

Relevance of Findings for Older Workers 

Many of the findings obtained in this report have applicability 

to older workers other than military retired.  It appears that premature 

retirement is not acceptable to the great majority of job holders for 

financial and even more for socia1-psychologica1 reasons.  The preferred 

second career is in most cases a continuation or replication of one's first 

career and consists of full-time rather than part-time employment.  Age 

is apparently a lesser handicap for white-collar and professional workers 
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than is often assumed.  Educational deficiencies, unwillingness or inability 
to relocate and organizational policies represent the main obstacles. 
For the blue-collar worker, age presents a more serious problem. 

Priorities for Future Research 

If further research in thif, area is undertaken, it would be 
desirable to resurvey this cohort at a later point in time, to obtain 
better data on job shifts, and on the effects of training which many of 
these men are now undertaking, particular those who became full-time 
students following retirement.  However, of equal if not greater importance 
is a periodic rechecking of these findings through studies of more recently 
retired cohorts because of the high rate of change in the areas studied, 

« especially the educational and skill attributes of retirees and the 
changing skill mix in the military and civilian structures.  Because the 
total social system is undergoing rapid changes with respect to the 
treatment of older citizens, studies dealing with this sector of the 
population need especially frequent updating. 

r 

r 
L 

; 

[ 

1 
[ 

XV I 



I.  INTRODUCTION:  WHY THIS STUDY V/AS PROPOSED AND CONDUCTED 

This study explores the employment-seeking processes and problems 

ficed by men who have recently completed a career of twenty years or 

more in the armed services. A quarter of a century ago there were only 

48,000 persons on the military retired lists.  Currently, there are 

about a half million retirees and, during the next 15 years, the number 

is expected to double. 

Present policies presume that most of these retirees will 

continue gainful employment by assuming jobs in the civil economy. 

The present study explores how satisfactorily retirees are accomplishing 

this transition and the probjems they confront in the process. 

The current size and composition of the military retired 

population reflects the military history of the nation over a few 

decades. The position of the United States in the world scene and 

the policies the nation evolves for its defense will continually 

alter the dimensions of the problem considered here. Developments 

of the past and present, however, set some guidelines for charting 

its future. 

Currently, approximately 60,000 men retire each year from 

military service. The military retired population has been changing 

markedly in composition as well as in size.  One aspect of this change 

is that those retired for disability reasons have become a relatively 

minor element of the retired population. A second significant change 

has been the constantly growing proportion of retired enlisted men.  In 



r 
r 
r 
r 

r 

r 
r ■ 

(. 

j 

I 

-2- 

past decades, enlisted retirees constituted only a small fract^n of 

those receiving retirement pay.  But, about three fourths of those 

retiring currently are enlisted men and, of the 1,000,000 retired 

military anticipated in 1980, about 800,000 will have retired in the 

enlisted grades. 

The occupational relevance of military experience among those 

retiring from the armed forces at the present time also differs from 

that among persons already retired, reflecting changes in the nature 

of military activities of recent years. Technological and organizational 

change in the armed forces will no doubt contribute to even greater 

changes in the occupational characteristics of future retirement cohorts. 

The occupational orders of military systems, of course, have 

always reflected and been integrated with those of the civilian economy. 

As the society changes, its military institutions will reflect these 

changes.  Furthermore, its military institutions may be a major agent 

of change in other institutions. The emphases in recent writinoo about 

differences and similarities between the two systems have tended to 

emphasize how remarkably like civilian institutions the military is 

becoming and the degree of influence of military-originated forms and 

ways upon the conduct of civilian enterprises: 

Fürst, in terms of enlisted men's occupational distribution, 
the military establishment stands out as one of the more technolo- 
gically advanced sectors of American society. The military employs 
higher proportions of technical and scientific, administrative- 
clerical personnel, mechanics and repairmen, and service workers 
than are found In the male labor force.  Likewise, it employs 
significantly lower proportions of men in the categories "craftsmen" 
and "operatives and laborers." To these statistics, covering only 
enlisted personnel, must be added the scientific, technical, and 
administrative skills which are found in even greater concentration 
than amöhg officers. 
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Second, the military had a higher representation in precisely 
those occupational groups which, between 19^0 and I960, registered 
the greatest gains in the labor force--namely, professional, techni- 
cal, and kindred workers; managers, officials, and clerical workers; 
and mechanics and repairmen.  Change in the military occupational 
structure appears in certain respects to have anticipated change 
in the labor force. The decrease in the proportion of mechanics and 
repairmen in the armed forces during the Korean Conflict can be 
attributed to the peculiarly limited nature of the operations 
and reiterates the influence of limited war missions on the distribution 
of occupations. . . , 

Third, the civilian occupational structure reveals a decline 
in the number of self-employed managers and officials and of 
gainfully employed persons in the agricultural sector, all of which 
appear in our table as occupations with no counterparts in the 
military structure. This category consisted of farmers, farm 
managers, and farm workers; self-employed proprietors of all sorts; 
and sales workers.  Persons having civilian skills have long been 
useful to the military:  civilian surgeons and medical doctors, 
photographers, storekeepers, and so on have often participated in 
military operations.  But the decline of occupations with no 
civilian-military counterparts both in the armed forces and in the 
labor force suggests increasing overlap between skills required 
in the two sectors. As a result, experience acquired during 
military service has increasing transfer value in a civilian career. 

We will examine the general premise that the military 

experience of men who retire in their early forties makes them capable 

of successful integration into the civilian labor force.  Beyond this 

elementary question, several important issues can be raised.  In the 

first place, the military retired population of the United States 

constitutes in and of itself a significant and growing reservoir of 

highly trained manpower.  Prior to the present study, there was little 

information available as to whether the skills of these men were being 

adequately utilized to the benefit of the community.  The problems they 

face in fitting themselves into the civilian economy, the nature of 

I 

Kurt Lang, "The Effects of Succession: A Comparative Study 
of Military and Business Organization," The New M}1itary. ed. Morris 
Janowltz (New York:  Russell Sage Foundation, 1964 pp. 83-111. 
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occupational compromises and adjustments made, and the role which 

supplementary training or retraining might play in securing or improving 

this fit, are also issues that have not been comprehensively investigated. 

This is not to say that no previous study of the problem has 

been made. The changing nature of the functions of retirement in 

post-World I7ar II military policy in the United States has been 

summarized in a report of the most comprehensive examination of the 

military retirement system to date--a 1961 report to the Committee on 

Armed Services of the U. S, Senate by a Study Committee of the 

University of Michigan. The Michigan study group was contracted to 

study the military retired pay system and certain related subjects. 

As part of its study, it conducted a mail survey of all officers then 

on the retired lists. Time and budgetary limitations precluded 

covering the enlisted segment of the retired population, but there was 

also an assumption throughout the Michigan study that second career 

problems were ^ore serious for officers than for enlisted men.  Because 

its primary objective was to make recommendations with respect to the 

matter of retirement pay, the Michigan group concerned itself rather 

broadly with problems of employment and financial maintenance, rather 

than questions of skill transference and specific employment opportunities 

which prompted the present study.  However, the earlier findings were 

useful in helping us to crystalize some of the issues on which we focused. 

2 
U. S. Senate, Committee on Armed Forces, A Study of the Military 

Retired Pay System and Certain Related Subjects, prepared by the Study 
Committee of the University of Michigan, July 6, I96I. 



The Michigan study found that an easy transition to civilian 

employment had been made by slightly over half of the officers then 

on the retired list, while about a third had experienced at least some 

difficulty. The actual incidence of involuntary unemployment, financial 

hardship, and status loss among the group was not clearly established 

by the study, although the data permit inferences that severe problems 

affected some 10 or 15 per cent. The study concluded: 

There can be no doubt, however, that at the present time most 
officers and enlisted personnel must have retired pay in order to 
maintain the economic position which they have attained and for 
which they have made sacrifices. This condition probably will 
continue for some time Into the future (p.43). 

Other sources of data bearing on the issue were several small- 

scale studies undertaken by various active duty and recently retired 

officers in connection with graduate theses.-^ Although the findings 

were sometimes ambiguous, all indicated substantial problems of 

mi 1itary-to-civi1 Ian transition for at least a minority of retirees. 

Of particular interest to us in reports of prior research were 

various findings which indicated that it was not necessarily the 

retiree whose background was "more military," rather than "more civi1 iantzed," 

who had the greatest problems of transition.  Among the relevant 

Indicators of "military-like" or "ci vi 1 ian-l.i ke" experience are 

3 
Most useful In connection with the present report were the 

following two theses: 
Kent J. Colilngs, Employment of Retired Military Officers in 

the V/est Coast Area: A Pilot Study, Master's thesis. University of 
Washington, 1963, 176 pp. 

John H. Watson, A Study of Social and Occupational  ' :ustment 
in Relation to Civilian and Military Identification of Un     tates Air 
Force Retired Officers, Doctoral dissertation. State Col If    i^-. issippi, 
1963, 183 pp. 
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reserve (versus regular) status, length of service and military 

specialty.  In applying such indicators, the Michigan study found, 

for example, that reservists had greater difficulties than regular 

officers in dealing with the employment market and in effecting the 

translation of their military background to not readily perceived 

civilian employment applications. 

The Study Committee believes the problem is not so much an 
absence of marketable skills but rather the difficulty of translating 

w individual skills and experience gained in a military setting into 
'i civilian terms so that they can be "matched up" with employer 

needs (p. 51). 

For the former problem—the lack of transferable skill--it felt that 

r-l 

programs of retraining would be needed.  For the latter--that of 

translating skills—it recommended, among other measures, extensive 

preretirement vocational counseling and placement programs. 

It is clear from some of these earlier findings that the 

problems of the military retired are similar to those which many 

civilians — usually olcier workers—must face. The very phenomenon of 

"retirement" in the new sense of a mid-career change in occupational 

role, institution or both is also a direction in which some civilian 

occupations are moving.  Skill obsolescence and shrinking work force 

requirements in certain employing institutions are currently the most 

visible sources of this pattern in the civilian world.  Increasing 

expectations of mobility with seniority also make early retirements 

necessary in stabilized civilian institutions. The most openly discussed 

of these is the academic "up-or-out" system which, nowadays, makes a 

"voluntary" job shift mandatory for the instructor or assistant professor 

who has not been promoted In several years.  Legislation establishing 



retirement rights after 30 years of federal civil service, regardless 

of age, has recently been enacted.   And, there is a steady movement 

toward setting earlier retirement ages in pension systems.-' This 

trend may have been slowed down in some occupational sectors by the 

tight labor market associated with the Vietnam war, but its resumption 

is likely, short of major international conflicts. Thus, it was hoped 

that a study of the midlife career changes of the military might cast 

some light on those problems which increasing numbers of civilians 

are expected to confront. 

Last, but not least, the study of post-retirement careers of 

military personnel was undertaken in order to obtain information on the 

extent to which specific occupational skills had "high" or "low" 

transferabi1ity from military to civilian occupations.  These findings 

were to form the basis for the initiation of specific training or 

retraining programs, and to indicate areas in which action may be 

needed to improve such transfer. 

In summary, keeping in mind the diversity of objectives outlined 

here, the following items comprised the major areas of research in this 

study: 

U. S. Congress, Federal Salary and Fringe Benefits Act ^ 
Public Law 504, 89th Congress, 2nd Session, 1966, H. R. 14122-, 

^ See Retirement Plan and Supplemental Unemployment Benefit 
Plan of UAW-AFL-CIO-Ford Motor Company, November 23, 1964 . 
Subsequently similar agreements were reached with other auto makers. 
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1. time trends in second-career employment as guidance for 

projections that would take into account changing characteristics and 

numbers of retirees in the labor force; 

2. types of employment that are proving more satisfactory or 

less so in terms of skill utilization and income maintenance for various 

types of personnel; 

3. areas of effectiveness and ineffectiveness of public 

employment service assistance to military retired job seekers; 

k.   retraining needs experienced by various classes of retirees; 

5. role of financial resources other than income from retiree's 

employment as determinants of labor force participation; 

6. identification of those classes of personnel having 

particularly great problems of transition to second careers. 

With respect to the relevance of the experience of the military 

retirees in second careers to other early retirees or mid-career 

changers, the following questions seemed most pertinent: 

1. To what extent do retirees seek and take work in areas of 

employment in which there is already a labor surplus, and to what 

extent do they meet currently unmet labor needs? 

2. Does second-career employment, to any unusual extent, tend 

to move into certain marginal and interstitial roles in the economy 

which are not major targets of job competition; for example, social 

services, educational and other publ ical1y-subsidized institutions, and 

various forms of seif~employment? 
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3. V/hat ore the consequences of retirement pay for second 

careers? Do retirement payments allow retirees to participate in 

programs of retraining that direct them into work in areas of skill 

shortage? To what extent do retirees tend to accept employment at rates 

of pay below those prevailing? 

i4. What roles do professional employment assistance agencies 

play in channeling the second-career worker to particular types of 

employment? 

We have not provided exhaustive answers to all of these questions, 

although pertinent data will be found throughout this report.  In the 

following three sections, our procedures and findings are discussed 

in detail.  In the last section, we give an overview of what seem to 

us to be the most urgent current needs, as well as an outline of areas 

which we feel need further study before time conclusions can be reached. 
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II.  HOW THE STUDY WAS CONDUCTED 

The data on which this study is based were obtained from two 

sources: 

1. A three-phase panel survey of selected members of the 

cohort of officers and enlisted men who retired in May 196^. Throughout 

this report, this source is identified as the BSSR study. 

2. Selected items from the September 1963 Department of 

Defense Survey of Retired Military Personnel.  Subsequently, we will 

refer to this source as the DOD study. 

The BSSR study, based on the selection of a single monthly 

cohort, presented certain advantages as well as drawbacks. The 

principal advantage was ease and economy of procedure.  It was possible 

to collect preretirement data at one given time from a group of men 

known to be leaving the service and since corrections for different 

dates of retirement were unnecessary, the development of retirement data 

was facilitated. Retirees constitute a constantly changing population. 

Each year's cohort differs quite markedly from that of previous years. 

These differences reflect the shifts in recruitment, retirement and 

retention over the past twenty years and more.  Standards for enlistment, 

for commissioning, for retention and for integration into the regular 

components have changed at various times. The competition of the civilian 

and military personnel systems for people has allowed differential 

tappings of potential personnel by the military services at different 

periods of time. The population cohorts from which personnel intake 

1 
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has been derived have also differed markedly through time.  Selecting 

a retirement cohort from a single month allowed for some control of the 

composition of 'he sample and, by concentration in time, allowed for 

some control over the change-: in employment market conditions. 

But, by the same token, caution must be used in generalizing 

from a single monthly (or even yearly) cohort to the total retired 

population, or using the experience of the May ]S6k  group as a reliable 

predictor for the employment experiences of future cohorts. The 

particular shortcomings of the sample will be discussed in greater 

detail below. On balance, however, we feel that the advantages of 

selecting a single monthly cohort outweighed the disadvantages. The 

intensive examination of the one-month cohort provides the basis for 

qualitative analysis of the processes through which the transition 

from military to civilian status takes place.  Furthermore, in our 

decision to adopt this design, we relied on the availability of the 

DOD data to provide information on the over-all success of retirees 

in the job market, as well as on the differential experience of various 

components of the retiree population.  Some possibilities for longitudinal 

analysis were also present in the large sample of DOD data. 

A.  The BSSR Study 

Data collection for the three-phase BSSR study took place over 

a one-year span, from early March 1964 until the end of February 1965- 

Phase I consisted of the administration of a preretirement 

questionnaire to all career personnel retiring in May 1964.  Excluded 

from the study population were various groups whose second career 

patterns might be anticipated to be atypical, and who were not sufficiently 
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large to warrant separate analysis:  those with a high degree of 

disability (over 30 per cent); those over a given age limit (52 was 

selected as the cut-off age); women; and reservists who were retired 

under Title III, PL 810,  For practical reasons, we also decided to 

eliminate from the study those men who, during the months prior to 

retirement, had a current duty station outside of the continental 

United States. Thus, the study population consisted of all personnel 

due for retirement during the month of May 1964 who met the criteria 

of absence of disability established for the survey, length of service, 

age, being male, and regular or extended active duty career status . 

Between March and May \3Sk,  3,350 questionnaires were distributed 

to career military personnel retiring at the end of May ]SSk.    Of 

this total, 2,878 individuals (86 per cent) replied by the cut-off 

date, September 21.  Sixty of these respondents were either women or 

were not retiring in May, and were therefore designated as "ineligible." 

Table I indicates the over-all response rate for officers and 

men in each of the four branches of the service.  A greater proportion 

of the officers responded than did enlisted men:  90 per cent as compared 

'ith 83 per cent. There was very little variation by service. The 

Air Force was high with 85 per cent, the Marine Corps low with 83 per cent 

The actual number of questionnaires returned was 2,670.  Of 

these, 26 could not be identified by the name of the respondent, and 

another 6 were very incompletely filled out and therefore not used, leaving 

a total of 2,638 questionnaires which were processed for further analysis. 

In a few instances, through a technical error, men over 52 
were not screened out. The survey, therefore, includes a total of 32 
officers and 82 enlisted men over the age of 52. This is, of course, 
only a fraction of the total number of retirees over 52 who were a part 
of the May 1964 cohort, and is not believed to have affected the 
findings to a significant extent. 

L 



-13- 

a: 

< 

Ul    1/) 
Ul    0) 
3   0) 
O'   1- 

l-   4J 
Z    0) 
LU a: 
S 
UJ    (U 
Q; — 
—  XI — l- — 
UJ   en 

LU cd — 
_J LU  — 
CQ Qi   LU 
< a. 
h- H- 

O •  * 
LU    C 
H-   o 
< — 
CH   +J 

l- 
LU   O 
to  a. 
2   0 
O     L. 
*X OL 
CO  

I 
-D 
C 
o 
Q. +-> 
W    C 
a)  a) 
L. 
C 
o 

> 

X) 
c 

I/) 
3 

4- 
0) 

I 
c -o 
0 (« a) 
— a) > 
+J L. — 
in — 0) 
G) ra u 
3 a (U 
01 o: 

—    (U 
.n  a) 
.— «_ 
en — 

.—    4-1 

LU Q: 

0) 

JO 

CD 

O 
c 

03    C 
4J  a» 
o   LO 

^ 

a) o 
o > 
c u. 
(U 0) 
u co 

CQ 
1+- 
o 

OvD -- 

un cn o 
r-- tnoo 

o o vD 

<NI r^. ro 

\£)   LPl t^. 

o o o vD \JD O cr>-d- un     en -- oo 
vD  CM -3- — r- 

o r^- LA 

J- o>i -cf 

O  O CO 

CO  —  CTi 

vo \i) en     cn i  r-~ 

—   O ^ -T LA 

r>- r-. o 
•        • • 

O VO  CM 

-d- — ro 
LA U^. O 

v^3 J-   CM 
• « • 

r^ — -d- 

ooo cvj      cx) — r- 
LA       -^- CO r^ 

— '^0  C CO O  LA 
•          •           I • •            • 

— r-     — O CM     O 

J" LA o^ -4- CM  CM 

-* —  00 

CM Po cr\ 

o fv-v r^ 

(^ vo r^ 

CM   f^OA 

CM  CM  O        CO    I   00 
CM CM 

O  CM CT^          III 
•            • • 

^- — o 

-4" J- O          III 

u 
00 o 

r^ — t^ -d- CM vo LA LA>JD 

J" o^ c^J CA —  ^— 
00 oo 00        00  O'» CO 

en o en en CM r». 
•J" r^ i^- o^ crv o 
o CM r^.       CA       CA 

LA »—   0A CA UA ^- 
00 O^OO        00 O^CO 

CM  Cr\ CA        VO •—  LA 
o o cr\      cA CM — 
CM  CA 00 •— — 

P^ — vO 
r^. o r^. 
-J-   —   PA 

r^. CA co 
O OA vD 
J-   Ci o 

CA CM  — 
VO  CM J" 

r^ — vo 

J"   CM CM 
en o cn 
-S- — rA 

a\ o <T\ 
Oi    r—    r~ 

v£) T» r^- 
PA-d- 00 
-Ci"   i^A O 

-4"  ^   CA 

M3 CM J- 

c c c c 
Q) QJ (U 0) 

■z. 2: 2: </)     2: a. 
in "O in TJ in TJ i-  in TJ 
i_   (U u  a) 0) u   (U 0  i_  a) 
0) -w <U    4-J u OJ 4-1 O   (U   -t-J 
U  m Ü   in J_ ü  in 0  in 

••*i •— •« ■—. 0 • ■—    um a) .- .- 
<+- — u- — u. i*- — CM-  — 

>>4-   C >-V4-     C H-    C — H-   c 
e o uJ > O LU L. O UJ L-  O  UJ 
u (U •— 03 

0-4-00 

'— — o 

CM    r—    — 
rA —  c^J 

1^» LA o •       •       • 
-4"  O rA 
00 cnoo 

XI 
vO CM J- 
co cn a^ 
r^ vD o 
CM CM 

O  LA LA 
cr\ VO CM 
CM r^- UA 
CA CM 

03 
O  LA LA 
\S)  • 4" 

OOO 
LA 00 r-- 
CA r- LA 
PA CM 

c 
0) 

in TJ 
u m 
a) M 
O in 

•— i+. .— 
03   M- C 
■M O LU 
O 

I  
03 03 

TJ -M 4-> 
COO 
03 f— H- 
J- 

C3 

0) 
Ü 

> 
L. 
<u 
in 

S 
o 

cn 
c 

in 
Q) 

0) 
c 
c 
0 

in 
03 

CT 

vD 
CM 

-a 
c 
fD 

T3 
u. 
03 
O 

C 

E 
a) 
u 

(1) 
u 

-C 
3 

0) 

03      .- 

4J 
c 

in 

0 
-C 
5 
m 
+-> 
c 
03 

TJ 
C 
0 
a 
m 
0)   • 
»- T) 

(U 
vXJ — 

CO      —M- 

4-> 
in in c 
0) a) (U 
■D     TJ TD 
D        3 — 

o 
c 

c 
03 
e 

CM 
J- 

•tJ 
C 
0) 

c 
0) 
e 
o 
3 

u 
c 

03 

O 0) 
CQ 

o 
C 

03 

JO 
03 

03 
> 

03 
TJ 
C 
3 

in 
03 

in 
03 
in 
03 o 
03 
in 
03 

SI 

TJ 
03 
C 
1_ 
3 
4-1 
03 
L. 

03 
O 

O 

in 
O 
a. o 

3 
O 
u 



r 
r 
F 
F 
I 
- 

I 

ln addition, 116 respondents sent back the white card which 

was attached to the preretirement questionnaire for the purpose of 

indicating that no paid employment would be sought after retirement. 

In Phase II, these individuals were sent postretirement questionnaittS 

to determine if any of them had changed their minds about getting a job. 

The known refusal rate for Phase I was exceedingly small (l per 

cent). Only 32 individuals wrote to tell us that they were not going 

to fill out the questionnaire, and very few of these 3?- made negative 

comments about being asked to participate in the survey. 

The preretirement questionnaire was a far more extensive and 

demanding instrument than is usually considered appropriate for mail 

surveys of a randomly selected population.  Personal and educational 

background information, military career details, and plans for retirement 

were among the main topics covered in the questionnaire.  (See Appendix A.) 

Although our pretests had shown that we could rely on an unusually 

high level of motivation among military trainees, the high proportion 

of completed questionnaires and the small number of refusals in the 

study proper constitute gratifying results.  Much of the credit for 

the high number of responses and the low refusal rate must go to the 

Compensation Affairs Section, Office of the Assistant Secretary of 

Defense, Manpower, Department o^ Defense, and to the four individual 

services that distributed the initial copy of the questionnaires. 

Phase II involved an intensive employment follow-through survey 

of respondents who indicated on the preretirement questionnaire that 

they planned to become job seekers immediately following retirement. 

and were willing to cooperate in this phase of ;he survey.  Volunteers 
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as subjects for this phase were asked to make brief periodic reports 

to 8SSR until they found employment, for a period of up to 15 weeks 

of their postretirement job-hunting. An astonishing number of respondents 

volunteered; almost 90 per cent of the total group (88 per cent of the 

officers and 90 per cent of the enlisted men).  Five hundred were 

randomly selected and sent the necessary forms during the first week 

of June 1964,  Table 2 gives the distribution of officers and enlisted 

men by service who were,  selected for the Phase II sample. 

Table 2 

DISTRIBUTION OF OFFICERS AND ENLISTED MEN BY SERVICE SELECTED 
FOR INTENSIVE EMPLOYMENT FOLLOW-THROUGH SURVEY 

Enlis ted 
Officers Men Tota 1 

N      % N % N % 

34    34 148 37 182 36 

12     12 56 14 68 14 

54    54 176 44 230 46 

a 20 5 20 4 

Army 

Navy 

Air Force 

Marine Corps 

Total 100    100     400    100      500   100 

a None of the 9 Marine Corps Officers were used in Phase II 

Phase II participants were asked to submit weekly and monthly 

reports on their job-seeking activities.  Furthermore, every time a 

participant had a job counseling interview or an employment Interview 

he was requested to complete and send In a report on the interview 

(interview Form). A questionnaire was then sent to the job counselor 
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or potential employer who had interviewed the retired military man. 

These counselor and employer questionnaires tried to tap the interviewer's 

opinions on such items as the retiree's chances for getting the type of 

job he was looking for, training needs, realistic salary expectations, 

etc. Each time a retiree received an actual job offer, whether or not 

he accepted it, he was asked to send in a special Job Offer Form. When 

an Individual accepted a job his case was closed for the intensive 

survey. 

Responses from the intensive Phase II sample showed a great 

deal of variation (Table 3). 

Table 3 

FORMS RECEIVED DURING PHASE II (BASED ON CONTACTS WITH ^35 RETIREES) 

Form Number Received 

Weekly Report (completed by retiree) 1766 

Monthly Repeat (completed by retiree) yj8 

Counselor Interview Form 335 
(completed by retiree) 

Employment Interview Form 525 
(completed by ret'ree) 

Job Offer Form (completed by retiree) 391 

Counselor Survey (completed by counselor) igo 

Employer Questionnaire (completed by employer) 351 

Some retirees faithfully sent in the various forms throughout the whole 

IJ-vreek period (or at least until they accepted a job). Others sent in very 

few forms. At least 15 per cent of the sample had already lined up jobs 
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by  the  time we sent  them the  first  batch of forms.     Many of  the preretirement 

questionnaires  of  the   individuals  picked  for Phase   II  were  sent   in vV;e or 

two months  before  their  retirement.     At   that  time  they were job seekers, 

but some of  them accepted jobs  before  their actual   retirement date. 

.Altogether,  we  had some contact with 435 of the 500  Phase   II   participants— 

95 officers  and  3^0 enlisted men.     Table k shows   the month of job acceptance 

for  the  73 per  cent  that   found employment,  and  the proportion of retirees 

remaining  unemployed at   the end of  the   15-week period. 

TABLE  k 

MONTH OF JOB ACCEPTANCE   -   INTENSIVE  EMPLOYMENT 
FOLLOV'-THROUGH  SURVEY RESPONDENTS 

Off iccrs 
Enlisted 
Men 

Tot a 1 

N • % N % N 0/ 

Before Retirement 
(April , May 1964) 22 23 46 13 68 16 

June, 1964 9 9 64 19 73 17 

July, 1964 11 12 46 13 57 13 

August, 1964 13 14 41 12 54 12 

September, ?964 2 2 29 9 31 7 
a 

October,  1964 
or later 10 11 26 8 36 8 

No Job 28 29 88 26 116 27 

Total 95 100 340 100 435 100 

a The   information on October  and   later job acceptance comes   from 
the Phase   III   postretirement questionnaire. 
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Phase Ml involved postretirement questionnaires which were 

sent to all men (2,755) who had answered the preretirement questionnaire, 

as well as to those who had sent in the white cards indicating that 

they did not plan to look for work. This questionnaire focused on the 

job-seeking, job-finding and job-changing processes during the first 

6 months following retirement, but it also repeated some of the 

expectation and attitude items contained in the preretirement questionnaire 

to enable us to study the attitudinal changes which might have taken place 

over this period. The initial mailing of the postretirement questionnaire 

took place at the end of October \3Sh.     Because of changes of address 

and other partially remediable difficulties in locating some respondents, 

extensive and time-consuming follow-up procedures were used to minimize 

avoidable case attrition. Three follow-up mailings were used for the 

postretirement questionnaire.  Each mailing went by regular first-class 

mail, and included another copy of the questionnaire. The final cut-off 

date for receiving and processing the postretirement questionnaires was 

March 1, 1965.  By this time, 2,250 completed questionnaires had been 

received representing 82 per cent of the 2,755 retirees used in Phase 

Ml. Table 5 shows the response rate by service. The response rate is 

least satisfactory with respect to retired Army enlisted personnel. 

For this group, in particular, there was a large number of changed, 

unknown addresses with which the Post Office was unable to assist us. 

Charts 1, 2 and 3 show, respectively, our experience with 

sample maintenance through Phases I and III, for the total study 

group and, separately, for the officer and enlisted groups. 



-19- 

TABLE 5 

POSTRETIREMENT CLUESTIONNA I RE: RESPONSE RATES 

Completed 

Branch 
of Service 

( 

Number3 

Sent Out 
Dot. 1964 

Quest ion- 
na i res 

Recei ved 

N    % 

Ref usal s UndeJ ivered Nonrespond- 
ent 

N % N % N % 

Army 1039 784 75.5 6 0.6 56 5.4 193 18.5 
Officers 263 214 81.4 - - 11 4.2 38 14.4 
Enlisted Men 77 6 570 73.4 6 0.8 45 5.8 155 20.0 

Navy 391 326 83.4 _ _ 13 3.3 52 13.3 
Officers 90 85 94.4 - - 1 1.1 4 4.5 
Enlisted Men 301 241 80.1 - - 12 4.0 48 15.9 

Aii Force 1190 1020 85.7 2 0.2 35 2.9 133 11.2 
Offi cers 307 266 86.6 - - 4 1.3 37 12.1 
Enlisted Men 883 754 85.3 2 0.2 31 3.5 96 11.0 

Marine Corps 135 120 88.9 _ _ 2 1.5 13 9.6 
Officers 21 20 95.2 - - - - 1 4.8 
Enli sted Men 114 100 87.7 - - 2 1.8 12 10.5 

Grand Total 2755 2250 81.6 8 0.3 106 3.8 391 14.3 
Total Officers 681 585 86.0 - - 16 2.3 80 11.7 
Total Enlisted 
Men 2074 1665 80.2 8 0.4 90 4.3 311 15.1 

aThe number sent out included all those who had sent back preretire- 
ment questionnaires or white cards.  It was necessary to exclude 26 ques- 
tionnaires sent back without identification, and 5 either lacking suffi- 
cient addresses for postretirement contact, or very incompletely filled out, 
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B. The POD Study 

In Septeniber 1963, the Department of Defense conducted a 

Survey of Retired Military Personnel, using a sample of 19,000 drawn 

from lists of all currently retired uniformed personnel. This study 

was primarily concerned with matters other than postretirement 

employment (its focus was on medical care for retired personnel and 

their families) but it included several items—dealing with personal 

and employment characteristics—pertinent to our interests.' 

Fifteen items on employment matters comparable to items in the 

intensive study instruments were incorporated in the Defense Department's 

questionnaire which was mailed during September 1963 to a sample of 

19,000 retirees of all the services. The D0D questionnaires also 

incorporated items on military and civilian background that were of 

high relevance to our study. 

Of the 3^ items included in the D0D questionnaire, 15 were items 

on postretirement employment which employed wordings which were either 

identical to items In the 0MAT study questionnaires, or were designed to 

provide maximum comparability with the BSSR data.  They covered the 

following topics: 

1. whether employed and if full-time or part-time; 

2. training undertaken since retirement; 

3. difficulty in securing job; 

k,     relevance of military training and experience to job; 

' These specific items were incorporated in the D00 questionnaire 
at the request of the BSSR, which was then beginning to make plans for 
the OMAT-sponsored study.  The general matter of postretirement employment 
was regarded as pertinent to the medical care problem by those planning 
the study 

a'wpaseitsmwtSÄSaaiiljgKäS 
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5.  sources of income and amount from each source; r I 6. use made of public employment  services; 

7. nature of job; 

8. type of employer; 

9. interest in, qualifications and need for further education 

for career in teaching or educational administration, 

Certatn items of the medical section of the questionnaire 

f were analyzed for their bearing on employment, including those involving 

reasons for choice of place for postretirament residence.  In addition, 

a number of questions dealing with personal and family characteristics, 

education, and military experience and qualifications were included in 

the analys is. 

To make the DOD data further comparable to the BSSR study, the 

special tabulations which were developed for this study were restricted 

to a population of recently retired (during I960, 1961, 1962, and 

through July 1963).  As far as possible, exclusions similar to those 

I* which were applied to the BSSR study were put into effect:  women, 
! 

those retired with 30 per cent or more military disability, those over 

52 years of age, and those with less than 20 years of service or 

retired under Title Ml, PL 810 were not included in the study.  In 
■ 

effect then, the DOD 8tudy--in those areas covered by its questionnaire- 

t- extends the coverage span of the study to the years 1960-1963. 

'"■ The procedures used by the Department of Defense in conducting 

the Survey of Retired Military Personnel are described in detail in the 

final report of the study group under whose auspices the survey was 

[ 
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"}        conducted,8 In brief, the 19,000 retirees to whom questionnaires were 

sent represented a randomly selected sample. No follow-up of 

nonrespondents was attempted.  By October 31, a total of 11,985 

questionnaires had been received.  Because of .the afore-mentioned 

.1 exclusions, the actual number of DOD cases used for analysis in this 

study was very much smaller: d total of 3,098 cases (937 officers 

and 2,161 enlisted men) are included.  The largest number of exclusions 

S were men who had retired prior to I960. 

We lack sufficient detailed data about the characteristics 

of the universe from which the DOD sample was drawn to make judgments 

about the representativeness of the sample for the group studied here. 

Certainly, the fairly sizable nonresponse rate, which may have been 

higher for some subgroups than for others, makes it necessary to use the 

findings with some caution. However, the bulk of this analysis deals 

-i not so much with total groups as with comparisons between subgroups 

classified in terms of educational achievement, age, or rank.  Such 

: il 
comparisons are  !ess   likely  to  lack validity due  to nonresponse  factors 

than generalized   findings   for   the   total   population studied. 

: 

0 

'i 

i 

Q 

Medical Care for Retired Military Personnel and Their 
Dependents—A Report to the Secretary of Defense by the Defense Study 
Group on Health Care for Retired Personnel and Their Dependents 
(Office of the Assistant Secretary of Defense, Manpower), June, 196^. 
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A.  Personal Characteristics 

The personal characteristics of the respondents in both samples 

are very similar in most respects because of the restrictions inherent 

in the sample definitions — recently retired men who left the service after 

20 or more years of active duty, who were 52 or under at retirement, and 

who were not retired because of major disability 

1.  Rank, service, age and education.--In both samples, over two 

thirds of the respondents are enlisted men:  in the BSSR sample, 26 per cent 

are officers and Jk  per cent enlisted men, while in the DOD group 30 per 

cent are officers and 70 per cent enlisted.  The officer group is almost 

equally composed of regular and reserve officers.  The majority of the 

officers received their commissions through attendance at Officer Candidate 

or Cadet School. A small proportion of the officers (about 13 per cent) 

received a "direct" commission.  There are very few service academy graduates 

in the samples. 

The two samples are dissimilar, however, with respect to the inclusion 

of men from the various services (Table 6).  In both samples, about one third 

of the total population are Army men; but there is a larger proportion of 

Air Force officers and enlisted men and a smaller proportion of Navy personnel 

in the BSSR sample.  In terms of the generalization of most findings, this is 

not a major problem for the enlisted group, because the greatest differences 

in aptitudes, skills, and work experiences apparently exist between Army 

personnel and those in the other branches.  Among officers, however, Navy 

men usually have considerably more formal education,as the data show.  In 

some respects, therefore, the findings for officers based on the BSSR sample 

i 
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may be less sanguine than those for a group that included a higher proportion 

of naval officers.  The median rank for retired commissioned officers was 

at the 0-5 level (corresponding tu the grade of Lt. Colonel); for enlisted 

men it was at the E-7 level (corresponding to the grade of Master Sergeant 

or Sergeant 1st Class). As shown in fables 7 and 8 , the DOD sample 

included a higher proportion of enlisted men at 'ihe lowest grades (E-5 

and below), perhaps because it was an earlier cohort, or because the more 

complex and less official BSSR questionnaire resulted in a slightly lower 

response rote from this group compared with t!i3 rates for other ranks. 

TABLE 6 

BRANCH OF SERVICE OF OFFICERS AND ENLISTED MEN 
(CoSr, AND DOD SAMPLES) 

(In Percentages) 

Branch 
of 

Serv ice 

DOD SAMPLE BSSR SAMPLE 

Enlisted Enlisted 
Officers  |,.ien     Total   Officers  Men      Total 

(N-937)  (N=2161)  (N=3098)   (N=571)  (N=1614)  (N=2185) 

Arr.y ^9 25 32 . P 3^ 35 

Nüvy 21 kk 37 ]k 15 15 

Air Force 25 25 25 45 45 45 

Marine Corps 5 6 6 k 6 5 

Total 100 100 100 100 100 100 
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TABLE  7 

RANK OF  OFFICERS AND  ENLISTED MEN 
(BSSR SAMPLE) 

(in   Percentages) 

^E 

1 

[ 
I 

I 
I 

[ 
r 

i; 

L 

Rank Officers 
(N=571) 

0-7,   0-8 l 
0-6 12 
0-5 36 
O-k 33 
0-3 5 
VM 5 
W-3 5 
W-2 3 

Rank 
Enl i sted Men 
(N=1614) 

E-9 
E-8 

E-7 
E-6 

E-5 
E-k 
E-3 

Total 100 

6 
12 

33 
30 
16 
2 
1 

100 

TABLE 8 

RANK OF OFFICERS AND ENLISTED MEN 
(DOD SAMPLE) 

(In Percentages) 

Rank Off i cers 
(N=928a) 

Rank Enli sted Men 
(N=2]30b) 

0-6 

0-5 
Q-k 
0-3 

W-3 
W-2 

Total 

31 
8 

1 
6 

100 

E-9 k 
E-8 9 
E-7 55 
E-6 23 
E-5 9 

100 

a Excludes (9) no answers. 
Excludes (31) m answers 

The median age for both officers and enlisted men was close to ^3 

years. For officers, the median level of education was the "some college" 

(but no degree) category; for enlisted men, it was the "high school graduate1 

category. 

WRCBP"1 
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Differences in recruitment policies of the various services are 

reflected in variations in educational level in both the BSSR and DOD sam- 

ples (Tables 9 and 10). However, the differences are not as consistent as 

one might have assumed.  While fewer officers among the Army retirees had 

college degrees and fewer enlisted men had any college experience, other 

differences are not as clear-cut.  The Navy is clearly high on college 

graduates:  in the BSSR group, nearly one half of the Navy officers are 

college graduates, while a little less than one third of the Army and Air 

Force officers completed college.  In the DOD sample, h]   per cent of the 

Navy officers are college graduates while only 19 per cent of the Army 

officers and 27 per cent of the Air Force officers completed college. 

Among enlisted men in the DOD sample one quarter of the Navy and Marine 

Corps men, but only 10 per cent of the Air Force men are not high school 

graduates.  In the BSSR sample of enlisted men, h0  per cent of Army per- 

sonnel,  but only 19 per cent of the Marines did not graduate from high 

school.  (But, in the DOD sample, the proportion of Army enlisted person- 

nel without a high school diploma is much lower--19 per cent.) 

The differences in educational standards among the services seem 

to level out over time for ca.reer personnel.  This is probably the result 

both of lower service retention of the better educated and in-service edu- 

cation of career men. 

The latter factor is highly significant.  The bulk of military 

careerists take advantage of the many educational opportunities offered in 

the seivices to raise their educational levels.  The striking differences in 

educational attainment prior to service compared with that at the time of 

retirement are shown in Tables 11 and 12. Prior to entering the service 

( 
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TABLE 9 

BRANCH OF SERVICE AND EDUCATIONAL LEVEL (BSSR SAMPLE) 
(In Percentages) 

Educat ional Level 

[ 
Branch 

of 
Service 

Total 
N    % Not High    High 

School    School 
Graduate  Graduate 

Some 
Col 1ege 

Off icers 

Army 210 100 

Navy 82 100 

Air 
Force 258 100 

Mar ine 
Corps 20 100 

Total 570a 100 

12 

x2 = 59.8, 9df. PsTOOl 

aExcludes (1) no answers. 

16 

15 

11 

^+5 

35 

62 

51 

Col lege 
Graduate 

29 

^9 

30 

^0 

33 

i Enl i sted Men 

[ Army 550 100 ho k8 11 1 

i: 
Navy 

Air 

235 100 32 55 13 - 

Force 732 100 29 ^7 22 2 

[ Marine 
Corps 97 100 19 Gk 16 1 

L Tota !6li+ 100 33 50 16 1 

r 
x2 = 36 8, 9df • r< 001 

L 
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TABLE   10 

BRANCH OF  SERVICE AND  EDUCATIONAL  LEVEL   (DOD  SAMPLE) 
(In   Percentages) 

Educational   Level 

Branch of  Serv i ce 
Total 

N Not   High 
Schoo 

High School Some 

""'Less   than   1%. 

aF.xcludes   (3)  no answers. 

^Excluoes   (11)   no answers. 

Col lege 
~      , Graduate      College Graduate 
Graduate 

- Officers: (N=21) (N = 176) (N=492) (N=245) 

~ 

Army k60 100 1 15 65 19 

.- Navy 194 100 7 26 26 41 

7 
Marine Corps 

Air Force 

52 

228 

100 

100 

2 21 

21 

44 

52 

33 

27 

] Total3 934 100 2 19 53 26 

n Enlis ted Men: (N=438) (N =1243) (N=452) (N=20) 

.i 
Army 536 100 19 60 20 1 

o Navy 948 100 26 54 19 I 

■ - 

Marine Corps 124 100 25 56 19 - 

Air Force 544 100 10 63 26 1 
b 

Total 2150 100 20 58 21 1 
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TABLE   11 

EDUCATIONAL  LEVEL  OF OFFICERS AND  ENLISTED MEN 
PRIOR  TO SERVICE  ENTRY   (BSSR SAMPLE) 

(In  Percentages) 

Educational Level 
Off icers 
(N=568) 

Enlis ted Men 
(N=!596) 

Total 
(N=216^) 

Not high school graduate \k 63 51 

High school graduate k] 31 33 

Some col lege 28 5 1 1 

Col lege graduate 17 1 5 

Total 100 100 100 

'Excludes   (21)   unknown. 

E 

i: 

L 

L 

TABLE   12 

EDUCATIONAL LEVEL OF OFFICERS AND ENLISTED MEN 
AT TIME OF RETIREMENT (BSSR SAMPLE) 

(In Percentages) 

Educational Level 

Not high School graduate 

High school graduate 

Some col lege 

Col lege graduate 

Total 

Officers 

(N=57l) 
Enl is ted Men 

(N=1614) 

100 100 

Total 
(N=2185) 

5 33 26 

1 1 50 ko 

51 16 25 

33 1 9 

100 
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for the first time, 17 per cent of the officers were college graduates 

and another 28 per cent had had some col!°ge education.  At the time of 

retirement, 33 per cent were college graduates and another 51 per cent 

had had some college education.  Among enlisted men, 6 per cent had had 

some college education before entering the service.  By the time of re- 

tirement, the figure had risen to 17 per cent.  Even more striking is 

the fact that prior to their service careers, 63 per cent of the en- 

listed men had not graduated from high school but, by retirement, the 

proportion had dropped to 33 per cent.  Twenty-one per cent of the offi- 

cers had been to civilian colleges and universities as full-time govern- 

ment-sponsored students.  Forty-five per cent of the officers and 12 per 

cent of the enlisted men had gone to civilian educational institutions 

part time at their own expense.  About half of both groups had taken 

military correspondence courses (Table 13).  This was, of course, the 

method most frequently used by enlisted men to earn a high school 

equivalency certificate. 

Rank and education are positively related.  Educational levr,l 

goes up with rank among commissioned officers and enlisted men in both 

the BSSR and DOD samples (Tables 1^,15).  In the small warrant officer 

segment, the relationships between rank and education are I^ss con- 

sistent.  Educational level also goes up with age among officers, but 

not among enlisted men (Tables 16,17).  In the BSSR sample, kO  per cent 

of the officers aged kS  and over are college graduates while only 28 

per cent of those under kS  years of age are college graduates.  Reten- 

tion policies favoring the college-educated officer presumably contribute 

to this difference. 

;i 
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TABLE 13 

STUDENT STATUS DURING ACTIVE DUTY CAREER3(6SSR SAMPLE) 
(In Percentages) 

Response Officers      Enlisted Men      Total 
(N=571)       {N=l6|i+)       (N=2185) 

Full-Time Government-Sponsored Student 
in Civilian Educational Institution 

Yes 21 2 7 

No and no answer 79 98 93 

Total                     100           100 100 

Part-Ti;Tie Student in Civilian Educational Institution 

Yes                      k5                                12 21 

No and no answer            55            88 79 

Total                     100           100 100 

Military Correspondence Courses 

Yes                      51            ^5 k7 

No and no answer            ^9            55 53 

Total 100 100 100 

aExact wording' of questions: 
During you active duty career have you ever studied at a civ- 

ilian institution as a full-time, government sponsored student? 
During your active duty career have you ever studied at civil- 

ian academic, commerical, or technical institutions as a part-time stu- 
dent, paying all or part of your own expenses? 

During your active duty career have you ever taken any military 
correspondence courses? 
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TABLE   \k 

RANK AND   EDUCATIONAL  LEVEL   (BSSR   SAMPLE) 
(In   Percentages) 

Educat iona 1   Le^el 

Rank Total 

N    % 
Not High H[gh School   Some 

School   Graduate  College 
Graduate 

Commi ss ioned kS5 100 

Warrant 76  100 28 32 

5^ 

32 

Col 1ege 
Graduate 

37 

0-7.0-8 3 100 - - - 100 

0-6 68 100 - 1 21 78 

0-5 207 100 Js 6 52 k2 

0-k 189 100 3 11 68 18 

0-3 28 100 k 21 46 29 

1 \-l-k 30 100 17 40 33 10 

i,A, 

W-3 29 100 42 31 27 - 

W-2 17 100 29 18 35 18 

I 

Enl isted 1614 100 35 50 16 1 

E-9 101 100 6 66 26 2 

E-8 188 100 9 62 26 3 

!! 
E-7 534 100 16 61 22 1 

E-6 480 100 48 41 10 1 

% E-5 269 100 61 31 6 _a 

1 £-4 

E-3 

34 

8 

100 

100 

59 

63 

35 

25 

3 

12 

3 

1 Total 2185 100 26 40 25 9 

-7 "Less than \%. 

i/ 
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TABLE 15 

RANK AND EDUCATIONAL LEVEL (DOD SAMPLE) 
(In Percentages) 

Total 
N    % 

Educat ional Level 

Not High 
School 

Graduate 

High School   Some      College 
Graduate  College    Graduate 

I] 

i. 

Commissioned  77'   '00 14 5^ 31 

0-6 86 100 

0-5 322 100 

0-k 293 100 

0-3 70 100 

1 18 81 

10 55 35 

21 63 15 

21 62 16 

I Warrant 154  100 10 41 46 

G 

[ 

[ 

L 

0 

[ 

V/-4 41 100 24 37 39 - 

W-3 61 100 3 33 57 7 

W-2 52 100 8 53 37 2 

Enl is ted 212 100 20 

Excludes (52) unknown 

58 

E-9 83 100 4 46 48 

E-8 185 100 7 60 33 

E-7 1173 100 16 60 23 

E-6 500 100 29 58 13 

E-5 180 100 42 48 9 

Total3 3046 100 14 46 31 
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TABLE 16 

AGE AND EDUCATIONAL LEVEL (BSSR SAMPLE) 
(In Percentages) 

Age 

Educational Level Total 

Under 40 ko-kh ^5-^9 Over 50 

Officers: (N^) (N=266) (N=159) (N=89) (N=568)a 

Not high 
school graduate 7 3 5 9 5 

High school 
graduate 13 9 9 20 1 1 

Some col lege 60 58 i+e 31 51 

Col lege graduate 20 30 40 ko 33 

Total 100 100 100 100 100 

Enlisted Men: (N=472) (N=708) (N=288) (N=ll*6) (N=l6r.) 

Not high 
school graduate 37 30 33 30 33 

High school 
graduate ^7 51 53 47 50 

Some col lege 15 18 13 19 16 

Col lege graduate 1 1 1 k 1 

Total 100 100 100 100 100 

Excludes (3) no answers 

■ 
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TABLE   17 

AGE AND  EDUCATIONAL  LEVEL   (DOD  SAMPLE) 
(in   Percentages) 

1 Age 

 =i= : 

r Educational Level Total 

35-^0 k]-k6 ^7-52 

" Officers: (N=4o) (N=55i+) (N=3it0) (N=93^)a 

— Not high 
school graduate 3 2 3 2 

.■ 

High school 
graduate 23 21 16 19 

r 
Some Col lege 67 56 ^5 53 

i Col lege graduate 

Total 

7 21 36 26 

. J. 
100 100 100 100 

"t 
Enl is ted Men : (N=i+89) (N=13I6) (N=347) (N=2152)b 

" 

Not high 
school graduate 

High school 
graduate 

25 

55 

18 

59 

23 

56 

20 

58 

Some col lege 19 22 20 21 

J Col lege graduate 

Total 

1 1 1 1 

... 
100 100 100 100 

aExcludes (3) r answers. 

Excludes (9) no answers. 
i 

L 
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2.  Social, family and ethnio character istics.--In terms of social 

background, the high proportion of men with farm backgrounds is striking, 

especially in the enlisted group {2k  per cent) but also among officers 

(17 per cent).  Although recruitment into the services from farm areas 

has been high traditional1y--with military service an important avenue of 

geographic and occupational mobility for farm youths—it is somewhat sur- 

prising to find the pattern persisting in so recent a cohort.  On the 

other hand, the "military family tradition" is not reflected in this co- 

hort.  The arbitrary limitations of the sample studied may have reduced 

the number of sons of military professionals below the proportion that 

would have been included had all retirements during the same year been 

surveyed.  First, n,  tary academy graduates usually retire in the month 

of June--the anniversary date of their graduation and commissioning, and 

entrance into active duty.  Sons of careerists may also be represented in 

greater proportions among those who do not retire until they are over 

52 yea;s of age.  Most important, however, is that the great expansion 

of the armed forces required a great expansion of the recruitment base, 

so that intergenerational succession could contribute at most only a small 

proportion of the career cohort. As one would expect, officers come more 

often from higher class backgrounds (professional, managerial or proprie- 

tor fathers) than do enlisted men but, for both groups, the largest num- 

ber have fathers in skilled and semiskilled occupations (Table 18). 

Almost all of the sample—off icers (98 per cent) and enlisted 

men (93 per cent)--were married at the time of the survey.  On the other 

hand, the divorce rate is higher than that for the population as a 

whole.  Officers apparently have more stable marriages and a significantly 

0 
- , ■ 
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larger  number of dependents than enlisted men (Tables 19 and 20).  For 

79 per cent of the officers, but only 67 per cent of the enlisted men, 

the present marriage is the first one.  One half of the officers (51 

per cent) and kh  per cent of the enlisted men have three or four depend- 

ents, while 22 per cent of the officers and 19 per cent of the enlisted 

men have five or more dependents. 

TABLE 18 

FATHER'S  OCCUPATION   (BSSR  SAMPLE) 
(In   Percentages) 

Father' s 
Occupat ion 

Officers 

(N=57l) 

En 1 i sted Men 
(N=l6lit) 

Total 
(N=2185) 

0 

c 

r 

i: 

Ski 1 led worker 

Proprietor or 
manager 

Farmer 

Profess ional 

Semi ski 11ed or 
unski11ed worker 

Sales worker 

Service worker 

Clerical worker 

Mill tary man 

Other 

Don't know or no 
answer 

Total 

'Less than 1%. 

26 

17 

17 

13 

9 

5 

k 

3 

2 

100 

33 

7 

2k 

5 

]k 

3 

5 

2 

100 

32 

9 

23 

7 

13 

3 

5 

2 

1 

100 

—.. •m.r-.  —f 
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Mari tal 
Status 

TABLE 19 

MARI TAL STATUS (BSSR SAMPLE) 
(In Percentages) 

Off icers 

(N=563) 

En)isted Men 

(N=1587) 

Total 
(N=2150)a 

First marriage 

Married previously, 
w idowed 

79 67 70 

Married previously, 

: 

d ivorced 

Never married 

i D ivorced 

"T 

Widowed 

Total 

17 

100 

"Less than 1%. 

aExcludes (35) no answers. 

2k 

3 

3 

1 

100 

22 

3 

100 

Numh 
of Depe 

er 
.ndents 

None 

1-2 

3-^ 

5-6 

7 or more 

Total 

TABLE 20 

NUMBER OF DEPENDENTS (BSSR SAMPLE) 
(In Percentages) 

Off icers 
(N=562) 

1 

26 

51 

19 

3 

100 

Enlisted Men 
(N=1556) 

4 

33 

kk 

15 

k 

100 

Total 
(N=2118) 

3 

31 

46 

If 

i» 

100 

tTW«««».- 
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The racial-rel igious composition of the 196^ retirees in the 

BSSR sample is similar to the post-World War 1! career service group as 

a whole.  The officer sample is predominantly white:  9 per cent of 

the officers and 16 per cent of the enl'sted men left the question on 

race and religion blank; of those who answered, 1 per cent of the 

9 officers and 6 per cent of the enlisted men were Negro.  Members of 

ethnic  inorities other than Negroes (American Indians, Spanish Ameri- 

cans, Orientals) are insignificant in number among officers and account 

for only 2  per cent of the enlisted group (Table 21). 

TABLE 21 

RACE AND RELIGION (BSSR SAMPLE) 
(In Percentages) 

Race and Officers Enl is ted Men Total 
Relig ion (N=519) (N=|i+50) (N=196g) 

White Protestant 67 5k 57 

Catholic 21 21 21 

Orthodox 
.'- 

-" 
-'- 

Jewish 2 1 1 

Negro 1 6 k 

Or iental - _-'- _"' 

Spanish-Arner lean _''- 1 1 

American Indian _■•'• 1 1 

No answer3 9 16 15 

Total 100 100 100 

Less than 1%. 

Excludes retirees who did not answer questions in the last two 
(red and blue) sections of the preretirement questionnaire. 

^Survey research experience suggests that minority members--es- 
pecially Megroes—more often refuse to answer questions on race and reli- 
gion than members of the majority groups. 

"*<r-i^(itir—■"■ 
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3.  Income.--One of the key elements in the retiring service- 

man's stance vis-a-vis the employment market is his total income situa- 

tion; in particular, the size of his retirement check in relation to 

future needs. As one might anticipate, the officers have a considerable 

advantage over enlisted personnel in this respect but, given their 

rather large dependent families, retirement income alone is clearly in- 

adequate for the great majority.  Table 22 shows the monthly retirement 

pay for the BS5R sample. Thirty-five per cent of the officers received 

more than $500 a month; another ^1 per cent received between $400 and 

$500 a month. On the other hand, only 29 per cent of the enlisted men 

had retirement pay of more than $200 a month, while another 56 per cent 

received between $150 and $200.  The medians were $^71 for officers and 

$181 for enlisted personnel. 

Enlisted men more often retired with certain financial advan- 

tages, however. They more often had working wives (28 per cent of them, 

compared with about 10 per cent of the off cer wives, had had full or 

part-time jobs most of the time during the last five years), and, during 

active duty, they were more likely to have supplemented their service 

pay by earnings from part-time jobs ("moonlighting"). About one fourth 

of the enlisted men, but almost none of the officers, had held part-time 

jobs "regularly" or "quite often." 

As to home ownership, the situation of officers and enlisted 

men is similar: close to kO per cent of both groups are homeowners, 

although the percentage is somewhat higher for the officer group. 
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TABLE  22 

MONTHLY MILITARY RETIREMENT   INCOME   (BSSR  SAMPLE) 
(In  Percentages) 1! 

Monthly   Income Officers 
(N=57l) 

Less than $300 5 

$300-399 19 

$U00-^99 k] 

$500-599 22 

$600-699 5 

More than $700 8 

Total 100 

Median $^71 

Enli sted Men 
(N=16!4) 

Less than $150 15 

$150-199 56 

$200-2^9 20 

More than $250 9 

Total 100 

Median $181 

I 
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The relationship bctween the active duty basic pay received by 

these men in their last assignment and their retirement pay is one 

indicator of the magnitude of the need for income from a second career. 

The basic median pay at the median grade for officers (0-5) was ebout 

$900 versus $^71 retirement pay; for enlisted men (E-7) it was $380 mil- 

itary pay versus $181 retirement pay.  But, allowing for the greater 

likelihood of a second income (through "moonlighting" or wife's earnings) 

in the enlisted group, one might infer that the subjective need for a 

civilian job may be at least as strong among officers as among enlisted 

men. 

B.  Preparation for Retirement and for Employment 

Retirement is a very important factor in the life plans of men 

who elect military careers.  While the prospect of early retirement is 

not the strongest inducement when young men are urged to enlist for the 

first time, it becomes increasingly important in each successive 

reenl istment. 

!n the BSSR study, it was found that the decision to stay in the 

service until retirement was usually reached fairly late in the military 

career of the cohort.  Sixty-nine per cent of the officers and 77 per cent 

of the enlisted men said they decided to do so after they had been in the 

service for more than four years; in fact, 29 per cent of the officers 

and 36 per cent of the enlisted men did not decide this until after the 

ninth year of service (Table 23). 

One might speculate that the notion of the second career is per- 

haps more of an afterthought which takes concrete shape when the soon-to-be 

retiree realizes that a life of fishing or boating alone is incompatible 

with his family obligations, his life style and his need for meaningful 

act iv i ty. 

, 
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TABLE 23 

JOB STATUS AND TIME OF DECISION TO STAY UNTIL RETIREMENT3 (BSSR SAMPLE) 
(In Percentages) 

Job Status 

[ 

G 

Time of Decision 

Job  Holders  Job  Seekers  Others 

Officers: 

At time of, or before 
f i rst enlistment 

Our ing fi rst k 
years of active duty 

Between 5th and 8th 
year of active duty 

Between 9th and 12th 
year of active duty 

Between 13th and l/th 
year of active duty 

After 18 or more years 
of active duty 

No answer 

Total 

Enl is ted Men: 

At time of, or before 
f i rst enlistment 

Dur ing f irst k 
years of active duty 

Between 5th and 8th 
year of active duty 

Between 9th and 12th 
year of active duty 

Between 13th and 17th 
year of active duty 

After 18 or more years 
of active duty 

No answer 

Total 

(N=W   (N=93)   (N=7U) 

8 8 5 

23 2k 32 

38 kk 36 

17 13 \k 

10 9 12 

3 2 1 

100 100 100 

(N=223)  (N=33it)   (N=57) 

6 6 k 

17 16 16 

ko 38 ko 

2k 22 26 

9 10 9 

3 
1 

5 
3 

k 
1 

IU0 100 100 

Total 

(N=57l) 

7 

2k 

39 

16 

10 

3 
1 

100 

(N=I61U) 

6 

17 

39 

2k 

9 

3 
2 

100 

At what point in your military career did you definitely 
decide to stay until retirement? 

1. At time of, or before, first enlistment. 
2. During first four years of active duty. 
3. Sometime between fifth and eighth year of active duty. 
k.     Sometime between ninth and twelfth year of active duty. 
5. Sometime between thirteenth and seventeenth year of 

active duty. 
6. After eighteen or more years of active duty. 

•^m~j~^!Si~ 
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It is clear that for only a very omal1 proportion of all profes- 

sional milita.-y men is the military occupation more than the first step 

of what must be a two-stage career.  But this, as yet, is not reflected 

in the behavior cf most mil'tary personnel.  Possibly, features of 

military life, which developed during the period when reculars looked 

forward to a lifetime of military service, or at least a minimum of 

30 years, and were relatively unconcerned about postretirement  employ- 

ment, continue to shape the outlook of military personnel even when this 

lack of cencern is no longer realistic for the individual.  There has 

been in the past some resistance to changing these tendencies in the 

interest of early second-career planning,  andit is only recently that 

any measures have Leen taken to promote explicit attention to post- 

military employment even as e-3rly as the terminal year of active duty. 

Quite possibly, the resistance was well placed.  Undivided attention and 

commitment to the military are certainly advantageous to the institution. 

Such considerations, however, have to be balanced against the ill-effects 

the institution would suffer in recruitment and retention if large num- 

bers of retirees experienced serious difficulty in achieving satisfactory 

employment.  Under such circumstances, feedback from the retired to the 

active duty ranks might well cause a degree of concern not now manifest. 

In this respect, as in others, the coincidence of the first 

large retirement cohorts with a generally buoyant economic period, and 

continued high levels of defense activity have been important determinants 

in the behavior and attitudes o^ the retirees. 

The data from the BSSR survey suggest that until shortly before 

the actual retirement date, the career plans are second-order rather than 

Albert D, Biderman, "Sequels to a Military Career,"  The New 
Mi 1 itarv. ed, Morris Janowitz (New York:  Russell Sage Foundation, 1964), 
PP. 287-336. 
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first-order concerns, especially for enlisted men, but also for officers, 

even if the latter are perhaps slightly more "second-career" oriented. 

The BSSR survey contained several questions on this subject, particularly 

those dealing with the choice of military ass ignrrrents which might be of 

help in a second career, and the timing of retirement decisions. 

1.  Preparation for civilian employment through selected military 

tasks."-Al 1 respondents were asked whether they sought assignments during 

their military career which would give them valuable experience for jobs 

after the service.  Prior to their last active duty assignment, only 18 

per cent of the officers and 16 per cent of the men had done so (Table 24). 

To a great extent, this was because about half of these men had had little 

influence upon their assignments, but over half of those who did have a 

choice indicated that postretirement considerations did not affect their 

rating of assignments. 

By the time they were close to retirement, the picture changed 

somewhat, but specifically career-related considerations continued to 

guide only a minority of the soon to be retired.  Torty-five per cent of 

the officers had had some choice in their final military assignment 

(Table 25).  Fifty-seven per cent of these men said postretirement con- 

siderations played a part in their final choice (Table 26).  Forty-one 

per cent had selected assignments in the areas in which they wished to 

retire, but only a little over 10 per cent chose assignments that would 

provide valuable experience or would be convenient for making job con- 

LacL:>. Fewer «hlistec1 men (39 pe. :ent) iiuu had a choice in their final assign- 

rr it. Of those who did, 53 per cent said postretirement considerations 

entered into their choice--29 per cent selected a final assignment in the 

area in which they wished to live; \k  per cent chose an assignment in 

—i v_j ; ^OT^BI 
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order to make job contacts, and 13 per cent chose assignments which 

provided valuable experience. These data suggest that officers have 

stronger geographic preferences than enlisted men with respect to post- 

retirement residence—a rinding confirmed by other data in this report, 

TABLE 2k 

ASSIGNMENTS SOUGHT AS VALUABLE EXPERIENCE 
FOR JOBS AFTER RETIREMENT3 (BSSR SAMPLE) 

(In Percentages) 

Ass ignments 
Sought 

Officers  Enlisted Men   Total 
(N=57l)    (N=l6li>)   (N=2I85) 

Never had choice 
of assignments 

Did not consider postretire- 
ment in rating assignments 

Had assignments for education- 
al or technical training 

Had operational non-training 
ass ignments 

Had both operational and 
training assignments 

No answer 

Total 

kS 62 

31 19 

7 6 

59 

22 

9 

2 

8 

3 

9 

2 

100 100 100 

aPrior to your last assignment, did you have any assignments 
that you had sought because they might give you valuable experience for 
jobs after you left the service? 

1. No, never had much choice about assignments, 
2. No, I did not consider postretirement in rating assign- 

ments . 
3. Yes, had assignments for education or technical train- 

ing. 
h.     Yes, had operational, nontraining assignment (s), 
5. Yes, had both training and operational assignments. 
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TABLE 25 

CHOICE IN riNAL ASSIGNMENT3 (BSSR SAMPLE) 
(In Percentages) 

Choice in Final 
Ass ignment 

No choice 

Limited choice 

Had choice among several 

No answer 

Total 

Officers  Enlisted Men   Total 
(N=57l)    (N=I6U0   (N=2185) 

^ 58 57 

26 22 23 

19 17 18 

1 3 2 

100 100 100 

3 

s 

3Did you have any choice in the matter of your final assign- 
ment? 

1. No 
2. Yes, but very limited 
3. Yes, final assignment was the choice, or one of my 

choices from a large number of possibilities. 
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TABLE  26 

POSTRETIREMEN! CONSIDERATIONS   IN  CHOICE 
OF  FINAL ASSIGNMENT3   (BSSR  SAMPLE) 

(In  Percentages) 

Cons iderat ion Officers    Enlisted  Men 
(N=258) (N=632) 

None 

Chose assignment in area in 
which intended to live 
after retirement 

Chose assignment where could 
pursue education 

Chose assignment which would 
provide valuable experience 

Chose assignment convenient 
for making job contacts 

Total 

43 

k 

12 

II 

^7 

29 

k 

13 

14 

II 107 

Total 
(.N=890) 

45 

33 

4 

13 

13 

108 

aDid postrctirement considerations enter into your choobing 
your final assignment?  (Answered by respondents who reported having 
a choice in final assignment). 

No 
2. Yes,   picked assignment   in geographic area   in which 

I   intend  to  live after  retirement. 
3. Yes,   picked assignment where   I   could  pursue educa- 

tion. 
4. Yes, picked assignment which would provide valuable 

exper;ence. 
5. Yes, desiued assignment which was convenient for 

making job contacts. 
^Percentages add to more than 100 because of multiple choice, 

] 

1 
■- 
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2. Timing and reasons for retirement.--The overwhelming majority 

(9^ per cent) of the enlisted men and about two thirds of the officers 

classified themselves as voluntary retirees in May 196^.  Twenty-two 

per cent of the officers, however, were reservists, being forced to 

retire after 20 years of active duty. An additional 6 per cent of 

the officers had to retire because they had been passed over for promo- 

tion and another 6  per cent had reached the mandatory age for retire- 

ment In a given grade (Table 27) . 

TABLE 27 

VOLUNTARY OR MANDATORY RETIREMENT3 (BSSR SAMPLE) 
(In Percentages) 

Ret i rement 

[ 

c 

Voluntary 

Reserve 

Not promoted 

Mandatory age 

Could not re-enl ist 

No answer 

Total 

Officers  Enlisted Men   Total 
(N=57l)    (N=161U)   (N=2185) 

65 

22 

6 

6 

9^ 

1 

I 

1 

1 

2 

too 100 

87 

6 

2 

3 

;'.- 

100 

Less than 1%. 

Are you retiring voluntarily, or on a mandatory basis? 
1. 

2. 

3. 

k. 

5. 
6. 

could have continued on active duty, but chose to re- 
ti re voluntar ily. 
could have continued on active duty, but felt that ' 
would probably be forced to retire before too long.'' 
am a reservist being involuntarily released from active 
duty. 
am retiring on a mandatory basis for failure of selec- 
tion for promotion. 
have reached the mandatory retirement age. 
was not accepted for reenl istment. 

I VoV 
Answers to these two questions were corrbined into the single 

category "voluntary" above. 
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Among   the  voluntary  retirees,   about  one  half  of   the  group had 

selected   their  specific  retirement  date  at   least  six months  before   the 

actual   date  of   retirement   (May  31,   196^).      (See  Table  28.) 

TABLE  28 

SELECTION DATE OF RETIREMENT BY VOLUNTARY RETIREES1' (BSSR SAMPLE) 
(In Percentages) 

Date 
before 

Ret i rement 

Vo luntary Ret i rees 

Total' 

Officers  Enlisted Ken  (N=l896) 

(N=376)    (N=I520) 

Less than 3 months 

3-6 months 

6-9 months 

9-12 months 

1-2 years 

More than 2 years 

Total 

10 12 12 

ko ko ko 

20 19 19 

12 13 13 

8 7 7 

10 9 9 

100 100 100 

aWhen did you set a date for your retirement? 
bi Voluntary retirees only 

When asked their reasons for selecting early retirement, more 

than two out of three of the voluntary retirees chose the answer:  "It 

is better to make the transitiion to civilian life earlier than later." 

Forty-six per cent selected the statement:  "I saw no opportunity for 

further advancement or promotion in the service." This answer, partic- 

ularly in the case of officers, may have expressed the fear of mandatory 

retirement in the near future.  Other answers, indicating dissatisfaction 
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with the military career or conditions of service, were selected by a 

much smaller number.  Few men claimed that they retired because of in- 

adequate service income (enlisted men gave this reason more often than 

officers).  The number who retired because they had located a specific 

civilian job was also small (here the proportion was higher for officers 

than for enlisted men).  (See Table 29.) 

TABLE 29 

REASONS FOR VOLUNTARY RETIREMENT  (BSSR SAMPLE) 
(In Percentages) 

Reasons 
Officers  Enlisted Men   Total 
(N=391)    (N=1527)   (N=1918) 

I think it is better to make transi- 
tion to a civilian career earlier 
than later 69 

I saw no opportunity for further 
advancement or promotion in the 
service. 50 

I think opportunities for me are 
generally greater in civilian 
life than in continued military 
serv ice 

I was dissatisfied with my job or 
working conditions in the service 

Too much uncertainty concerning 
promotion, retention or benefits 

I wished to avoid family separations 

There is a specific job in civilian 
life that I wish to take on 

Personal problems that could not be 
handled in the service 

My service income was inadequate 
for my needs 

Other specific reasons 

Total3 266 

6^ 

kG 

Gk 

kG 

30 29 33 

28 31 30 

25 3h 28 

21 26 2k 

17 9 16 

10 7 10 

10 16 8 
6 3 3 

265 262 

Per cents add to more than 100 because of multiple answers. 
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3.  Planning for retirement and employment.--The questionnaire 

items on "retirement planning" dealt essentially with residential and 

employment decisions.  These decisions can be made more or less delib- 

erately.  Specific plans for the retirement period were formulated a 

year or more before retirement by only kS   per  cent of the officers. 

Furthermore, 28 per cent of this group said they still had not made defi- 

nite plans at the time they answered the preretirement questionnaire-- 

only one to eight weeks before their actual retirement date.  Ever, fewer 

men had planned ahead--only 3^ per cent checked "more than a year ago" 

and 39 per cmt were still without plans in the weeks preceding retire- 

ment (Table 30).  This greater planning propensity by officers is not 

due to their having had better opportunities for choosing retirement- 

related assignments. As Tables 25 and 26 show, there was little differ- 

ence between the proportion of officers and enlisted men who had had a 

choice in their assignments. 

The officers' more systematic approach to planning is also 

apparent in their greater utilization uf services provided by the armed 

forces to personnel about to retire.  One might hypothesize that the 

officers would be better able to take advantage of such services, but 

the data suggest that both officers and enlisted men found these only 

mildly helpful.  Forty-six per cent of the officers and k]   per cent of 

the enlisted men thought the military was not providing enough counseling 

and information services to try to help men about to make the transition 

from a military to a civilian career (Table 31).  One third of the offi- 

cers and kk  per cent of the men really did not know how much the military 

was doing to help men make this transition.  It is important to remember 
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TA3LE 30 

TIME FIRST MADE SPECIFIC PLANSFOR RETIREMENT3 (BS5R SAMPLE) 
(In Percentages) 

Time Made Plans 
Officers  Enlisted Men   Total 
(N=57l)    (N«161M   (N=2185) 

Have not made any defin i te plans 28 39 37 

3 months ago or less 7 9 8 

6-7 months ago m 13 ]k 

8-10 months ago 5 k k 

1 ysar ago 12 10 10 

2 years ago 9 7 7 

3-4 years ago 10 6 7 

5 years ago or more 9 5 6 

Have always been planni ng i t 5 6 5 

No answer 1 1 2 

Total 100 100 100 

When did you first begin to make specific plans abou.. what 
to do after retirement? 
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TABLE 31 

EFFECTIVENESS OF MILITARY SERVICES IN TRANSITION 
TO CIVILIAN EMPLOYMENT3 (BSSR SAMPLE) 

(In Percentages) 

Effectiveness Officers  Enlisted Men   Total 
(N=57l)    (N=l6|i»)   (N=2I85) 

Service doing enough 

Service should do more 

Service should do much more 

Don't know 

No answer 

Total 

21 15 17 

20 16 17 

26 25 25 

32 k] 39 

1 3 2 

i00 100 100 

aDo you think the military services are doing enough in the way 
of counseling and information services in trying to help men who are 
about to retire, make the transition to employment in civilian life? 

1. Service is doing enough. 
2. Service should do more. 
3. Service should do much more. 
k,     I do not know how much the service is doing. 

: 

that these data were collected in 196^; since that time, their services 

to men about to retire have been expanded and the U. S. Employment 

Service has initiated preretirement counseling at major military centers, 

The most plausible explanation for the officers' greater inter- 

est in planning is to be found in their life style.  The officers are 

better educated, have higher incomes, larger families, and middle-class 

behavior norms. All in all, they have a life style which calls for a 

more systematic approach to such matters as moving, housing, and 

children's education. And while the mzjority of enlisted men are also 

committed to a life style which relies on long-term planning, at the 
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same time there is a fairly sizeable group of unattached or childless 

men in this group whose presence probably accounts for the over-all 

differences in planning behavior between officers and enlisted men. 

k.     Selection of a retirement residence:  the crucial act in 

retirement planning.--Much has been made in the popular literature of 

the retirees' propensit/ to congregate in "congenial" residential areas-- 

in pleasant climates, amidst fellow ex-service men, near good fishing 

grounds.  There is no question, from our data as well as from data 

collected by others, that retired military personnel live in large num- 

bers in selected areas of the country.  California, Florida, and Texas, 

in that order, are the most popular retirement states for both officers 

and enlisted men.  The Washington, D. C. metropolitan area, Maryland, 

and Virginia are next in popularity.  These areas are characterized by 

mild climate, large numbers of military bases with their attendant 

medical and recreational facilities, and substantial numbers of pre- 

viously retired military careerists.  But, they are also well above the 

national average in terms of population increase and economic growth. 

In the BSSR sample, 60 per cent of the retirees settled in either the 

South Atlantic, Pacific Coast or West South Central Census regions 

(Table 32).  In the DOD sample, the corresponding proportion for the same 

three census regions is 63 per cent (Table 33)- 

The great majority of retirees live in metropolitan areas. 

Thirty-one per cent live in metropolitan areas with populations of over 

one million; 38 per cent, in areas with populations between 50,000 and 

1,000,000 (Table 3^).  Thirty-three per cent of the enlisted men but 

only 2k  per  cent of the officers live in communities with fewer than 

50,000 inhabitants. 
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TABLE 32 

RETIREMENT RESIDENCE OF OFFICERS AND ENLISTED 
MEN BY CENSUS REGIONS (BSSR SAMPLE) 

(In Percentages) 

Census Region Officers  Enlisted Men  Total 
(N=562)    (N=I57^)   (N=2l36a) 

New England 

Middle Atlantic 

East North Central 

West North Central 

South Atlant ic 

East South Central 

V/est South Central 

Mountain 

Pac if ic 

Total 

3 5 h 

5 9 8 

6 10 9 

k 5 5 

27 22 2k 

5 7 6 

14 12 13 

8 8 8 

28 22 23 

100 

aExcludes (49) no answers 

100 100 

JL 
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TABLE 33 

RETIREMENT RESIDENCE OF OFf-ICERS AND ENLISTED 
MEN BY CENSUS REGIONS (DOD SAMPLE) 

(In Percentages) 

Census Region 

New England 

Middle Atlantic 

East North Central 

West North Central 

South Atlant ic 

East South Central 

West South Central 

Mounta in 

Pacific 

Total 

Officers  Enlisted Men   Total 
(N=937)    (N=2161)   (N=3098) 

k 5 5 

3 9 9 

7 7 7 

5 k k 

26 23 IS 

5 6 6 

11 13 12 

8 6 6 

25 27 26 

00 100 100 
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TABLE 3^ 

RETIREMENT RESIDENCE OF OFFICERS AND ENLISTED MEN 
BY SIZE OF COMMUNITY (BSSR SAMPLE) 

(In Percentages) 

S ize of Commun i ty Officers  Enlisted Men  Total 
(N=562)    (N=157i+)  (N=2136a) 

Large metropolitan area (1,000,000) 

Metropolitan area (50,000-999,999) 

Smal1 city (5,000-^9,999) 

Small town and rural area (under 
5,000) 

Total 

35 30 31 

h] 37 38 

17 18 18 

15 13 

too 100 100 

aExcludes {kS)   no answers. 

V/hile it is obvious that military retirees are selective as to 

choice of retirement areas, the dominant reason for their concentration 

appears to be a tendency to remain in the area where they lived during 

service, and where they may feel that their chances are good for civilian 

employment (including government-related employment which—as will be 

shown—looms large in their plans).  Very important, also, is the avail- 

ability of medical and other on-base facilities which to them, in 

effect, represent a supplementation of retirement income. 

In the respondents' answers, the most important factor governing 

the choice of retirement residence was the availability of jobs.  The 

next most important factor was the availability of nearby military facil- 

ities.  In the D0D sample, 58 per cent of the officers and 5^ per cent 

of the enlisted men selected their retirement residences in order to 
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make use of the various military facilities.  Tables 35 and 36 show no 

major differences among the various branches of the service or among the 

different pay grades. Among the warrant officers and enlisted men, there 

is a tendency for men in the upper grades, rather than in the lower grades, 

to select their place of retirement in order to use the various military 

faci 1 i t ies--6i+ per cent of the W-Vs versus 56 per cent of the W-Z's, 

and 62 per cent of the E-^s versus ^3 per cent of the E^'s. 

TABLE 35 

BRANCH OF SERVICE AND RESIDENCE SELECTED IN ORDER 
TO MAKE USE OF MILITARY FACILITIES3 (DOD SAMPLE) 

(In Percentages) 

Branch of Service 

Seiect ion Total 

Army Navy   Marine Corps Air Force 

Off icers : 

Yes 

No 

Total 

(N=426) (N=178) 

60 58 

ko k2 

(N=48)    (N=2]5) 

50       5^ 

50       kS 

(N=867)b 

58 

k2 

100 100 100 100 100 

Enl is ted Men:   (N=i+75) 

Yes 5^ 

No kS 

(N=850) (N=109) (N=506) 

5k 52 5^ 

ke 48 46 

(N=1940) 

54 

46 

Total 100 100 100 100 100 

Did you select your present place of residence because of a 
military installation or base (medical, post exchange, commisary, etc.)? 

b. 
Excludes   (70)   no  answers. 

Excludes   (220)   no  answers. 
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] TABLE 36 

RANK AND RESIDENCE SELECTED IN 
OF MILITARY FACILITIES3 

(In Percentage 

ORDER TO MAKE USE 
(DOD SAMPLE) 

s) 

* s 

Rank Tot 
N 

3l 
% 

Eck ct ion 

- ■ 

Yes No 
% 

Commiss ioned 722 100 57 43 

: 

0-6 79 100 52 48 

0-5 304 100 60 40 

: 

0-k 275 ino 57 43 

0-3 Gk 100 55 45 

0 Warrant 137 100 60 40 

i 
IM 39 100 64 36 

V/-3 55 100 60 40 

] 
W-2 43 100 56 44 

Enlisted 1917 100 54 46 

i E-9 78 100 62 38 

i 
E-8 165 100 58 42 

E-7 1063 100 57 43 

i E-6 k5k 100 48 52 

E-5 157 100 43 57 

i Total 2 776b 100 55 45 

aDid you select your present place of residence because you 
could use the facilities of a military installation or base (medical, 
post exchange, commissary, etc.)? 

Excludes (322) no answers. 
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Younger officers were not as likely as older officers to be influ- 

enced by the use of military facilities--46 per cent of the younger 

officers versus 59 per cent of the older officers gave this answer (Table 37) 

TABLE 37 

AGE AND RESIDENCE SELECTED IN ORDER TO MAKE USE 
OF MILITARY FACILITIES3 (uOD SAMPLE) 

(In Percentages) 

Age 

Selection   Total 

35-/4O   41-46    47-52 

Officers: (N=39)   (N=512)   (N=3l6)       (N=867)b 

Yes kS 58      59 58 

No 54      42      41 42 

Total 100      100      100 100 

Enlisted Men: (N=435)   {N=1188)  (N=317)       (N=194o)c 

Yes 53      56      49 54 

No 47      44      51 46 

Total 100      100      100 100 

Did you select your present place of residence because you could 
use the facilities of a military installation or base (medical, post 
exchange, commisary, etc.)? 

Excludes (70) no answers. 

Excludes (221) no answers. 

1 
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Better educated officers were also less likely to be influenced by the 

availability of military faciIities--un1 i ke the better educated enlisted 

men (Table 38). 

TABLE 38 

EDUCATION LEVEL AND RESIDENCE SELECTED IN ORDER TO MAKE USE 
OF MILITARY FACILITIES3 (DOD SAMPLE) 

(In Percentages) 

Educational Level 

Selection Total 
Not High High 
School School     Some     College 

Graduate Graduate   College    Graduate 

Officers: (N=20) (N=l69) (N=498) (N=250) (N=937) 

Yes 65 62 60 53 58 

No 35 38 ho hi 42 

Total 100 100 100 100 100 

En I is ted Men: (N=408) (N=ll6i+) (N=/+3I) (N=2I) (N=202iOb 

Yes V 56 57 ^8 5k 

No 53 kk ^3 52 k6 

Total 100 100 100 100 100 

Did you select your present place of residence because you 
could use the facilities of a military installation or base (medical, 
post exchange, commisary, etc.)? 

Excludes (137) no answers. 
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These findings suggest that the appeal of continued availability of 

p military facilities is strongest for the "middle level"--the best-edu- 

cated officers foreseeing an easier transition and integration into 

civilian life, and the least-educated enlisted men being more alienated 

from the military establishment and, in general, less purposeful in 

their planning efforts. 

If one assumes that employment is central to the long-term 

satisfactory adjustment of retired military personnel(of high validity 

| in the total context of our findings) , it would probably be desirable 

to de-emphasize use of military facilities as a retirement benefit in 

order to increase the retirees' geographic flexibility.  The DOD data 

n suggest that men who tend to stress the imoortance of these facilities 

in their postretirement lives experience greater employment problems. 

This is especially true in the case of officers. Table 39 shows the 

employment status of men in the DOD sample and the proportion in each 

category who were influenced by the use of military facilities in the 

p selection of a retirement home.  Officers who were employed full time 

or who were full-time students were influenced to a considerably lesser 

I ; degree than the other groups. 

Willingness to make a physical move from their last military 

r L        residence to a new place for the sake of employment was expressed by over 

r?        80 per cent of the officers and enlisted men who had not located a job 

shortly before retirement but who saw themselves as active job seekers. 

But, will ingness to move did not imply will ingness to move anywhere. 

Close to half {kk  per  cent) of the job seekers had definite preferences; 

21 per cent preferred the West Coast and \k  per cent, the South Central 

States (which includes Texas)  (Table ^0) .  Evaluating these answers 
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TABLE 39 

EMPLOYMENT STATUS AND RESIDENCE SELECTED IN ORDER TO MAKE USE 
OF MILITARY FACILITIESa(D0D SAMPLE) 

(In Percentages) 

Tot 
N 

11 
Sc cct ion 

Employment Status 
% Yes No 

Officers 

Fu11 -1 ime employed 695 100 57 ^3 

Part-time employed hS 100 62 38 

Actively seeking employment 65 100 65 35 

Will look for employment 23 100 60 MO 

Given up on job chances 6 100 83 17 

Retired by choice 27 100 63 37 

Disabled 15 100 73 27 

Ful1-t ime student 56 100 55 45 

Total 932b 100 58 k2 

Enl is ted Men 

Ful1-t ime employed 1638 100 55 U5 

Part-time employed 80 100 51 49 

Actively seeking employment U7 100 52 k8 

Will look for employment 29 100 31 69 

Gave up on job chances 16 100 kk 56 

Retired by choice 17 100 53 47 

Disabled 38 100 58 k2 

Ful1-t ime student 51 100 59 k\ 

Total 2016C 100 5^ 46 

aDid you select your present place of residence because you 
could use the facilities of a military installation or base (medical, 
post exchange, commissary, etc.)? 

"Excludes (5) no answers. 
cExcludes (145) no answers. 

'**a™**M^KtvM.?,ua-,i&iizyjä;i{>te& 
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TABLE kO 

WILLINGNFSS OF PRERETIREMENT JOB SEEKERS TO MOVE 
TO ACCEPT A GOOD JOB (3SSR SAMPLE) 

(In Percentages) 

Job Seekers 

Willi ngncss 
to Move Off icers 

(N=3!0) 
En I i sted Men 

(N=ll8l) 

Total 
(M=U:91) 

Yes 

No 

83 

17 

80 

20 

Total 100 100 100 

WILLINGNESS  TO MOVE WHERE?     (PROPORTION OF  JOB  SEEKERS 
INDICATING A WILLINGNESS  TO  MOVE) 

(In   Percentages)3 

(N=255) (N=9¥f) (N=1199) 

Overseas 

Anywhere Continental   U.   S. 

Most  places   in  ü.   S. 

Only   in  certain  areas  of  U.   S, 

Northeast 

North Central 

South Atlantic 

South Central 

Mounta in 

Pacific Coast 

Unspecif ied 

19 

51 

35 

29 

U3 

36 

27 

2 3 

15 12 

11 k 

18 13 

15 11 

19 22 

7 6 

3 

12 

6 

lit 

12 

21 

6 

Percentages add to more than 100 per cent because of multiple 
answers.  Many of the persons who checked "overseas" also checked one 
of the U. S. categories.  Among the respondents who checked "cer- 
tain areas of the U. S;" quite a few checked more than one. 
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in   the context of other  survey findings   (for example,   the previously 

mentioned  high  rate of  home  ownership),  one  can  surmise   that expressed 

willingness   to move overstates   the   likelihood of  actual   mobility.     Some 

form of  unwillingness   to move   (or  attachment   to  a  given  geographic  area) 

is   undoubtedly a  serious   impediment   to satisfactory  employment   in  a 

second  career, 

5.     Psychological   readiness  for civilian  employment.--One of   the 

popular  beliefs  regarding   the  ease or  difficulty of   integrating  retired 

military  personnel    into civilian job  settings  deals  with   their  "military 

commitment" or  "military   identification."    Data  from   the  surveys  dis- 

cussed  here have  been  used  to  present  the  thesis  of  a  growing con- 

vergence  between military  and  civilian occupational   structures,  and   to 

support   the view  that   the   two  systems   tended   to be   increasingly  similar 

in   the demands made of  personnel   and  the occupational   qualities and 

attributes  conducive   to  successful   integration   into either  system.   ' 

From several   of   the  questions  asked   in   the  preretirement 

questionnaire about  reasons   for  entering  the  service  and  remaining 

20  years  or   longer,  we obtained  a measure of  "military   identification" 

(which,   later   in  this   report,    is   related  to civilian  occupational 

adjustment) . 

It   is sufficient  here   to point out   that   the  survey  yielded  fsw 

clear-cut   indicators  of  "very  high   levels  of  military   identification." 

For  example,   in  response   to  a  question about   the   three  most   important 

reasons   that   led   to  the  decision   to make  a  career   in   the military. 

''See Albert  D.   Biderman  and  Laure M.   Sharp,   "The  Convergence 
of  Military and Civilian Occupational   Structures:     Evidence  from Studies 
of  Military Retired  Employment," a  paper  read  at   the  Sixtieth Annual 
Meeting of  the American  Sociological  Association,   I965. 
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opportunity to be of service to the country was selected by the largest 

proportion (47 per cent of the officers and 5B per cent of the enlisted 

men).  Next, opportunities to exercise leadership and responsibility 

was mentioned by ^'4 per cent of the officers and 2k  per cent of the 

enlisted men.  "Financial security" was selected by kO  per  cent of the 

enlisted men and 32 per cent of the officers (Table 41). Only 15 per 

cent of the officers and 12 per cent of the enl isted men said that they 

felt they were "naturally cut out for   vice life." And, only 13 

per cent of the officers selected the rea^ jn "att,acted to a military 

career since childhood." 

/ other indicator of military identification is the kind of ad- 

vice the men in our sample might give a son about to embark on a career. 

The responses of officers and enlisted men were very similar: only about 

one third of the group would advise a son to seek a career in the 

military, while a little over one quarter would advise against it, the 

remaining kO  per cent made no recommendations (Table k2). 

Finally, in the DOD sample, 58 per cent of the officers and 60 

per cent of the enlisted men said that one of the important reasons 

influencing their decision to remain in the military service on a career 

basis was the provision of medical care after retirement, for them- 

selves and their dependents, at a military medical facility (Table 43). 

Among those who selected their retirement residence in order to use the 

various military facilities, 72 per cent of the officers and 76 per cent 

of the enlisted men said "medical care after retirement" had been a key 

consideration in making a career in the armed services (Table 44). 

BSPW 
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TABLE i)l 

IMPORTANT REASONS FOR SELECTING MILITARY CAREER3 (BSSR SAMPLE) 
(in Percentages) 

Reasons Off icers 
(N=5IO) 

Enl i sted Men 
(N=I363) 

Total 
(N=1873) 

Opportunity to be of service 
to my country ^7 

Opportunities to exercise lead- 
ership and responsibility      W 

Financial security 32 

Liked flying or sea duty 30 

Chances for trave1,adventure      29 

First volunteered, drafted 
during World War I I 2k 

Opportunity for education and 
training in the service        19 

Fellowship among service 
people 17 

Feel I was naturally cut out 
for service I ife 15 

Attracted to a military career 
s ince ch i1dhood I 3 

Wife enjoyed service life 10 

Doing something to fight 
communism 

58 

2k 

kQ 

36 

27 

20 

19 

12 

17 

55 

30 

38 

8 

3^ 

26 

20 

18 

13 

k 

3 

13 

Total6 280 253 262 

aProportion of respondents mentioning reason as one of the 
three most important reasons for them in leading to a career in the 
armed forces. 

''Per cents add to more than 100 per cent because of multiple 
choice of reasons. 
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TABLE k2 

WOULD YOU ADVISE YOUR SON TO SEEK A CAREER 
IN MILITARY SERVICE? (BSSR SAMPLE) 

(In Percentages) 

Advice Officers 

(N=57l) 
Enl is ted Men 

(N=l6li0 
Total 

(N=2185) 

Def in i tely would 12 16 15 

Probably would 21 16 17 

No recommendat ion 40 38 39 

Probably advise ac ja ins t 16 14 14 

Def in i tely adv ise aga inst 10 14 13 

No answer 1 2 2 

Total 100 100 100 

c 

c 

[ 
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TABLE 43 

MEDICAL CARE AS A CONSIDERATION IN CHOICE 
OF MILITARY CAREERa(DOD SAMPLE) 

(In Percentages) 

Consider Medical Care? 
Officers 

(N=937) 
Enl is ted Men 

(N=2161) 
Total 
(N=3098) 

No 14 19 18 

No--taken for granted 18 10 12 

Yes--but not to remain 10 11 11 

Yes--and reason to remain 58 60 59 

Total 100 100 100 

aWas medical care after retirement a consideration in choice 
of mi 1i tary career? 

._ » ii •' 
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TABLE kk 

MEDICAL CARE AS A FACTOR IN ATTRACTION TO A MILITARY CAREER,^ 
BY RETIREMENT RESIDENCE SELECTION FOR USE 

OF VARIOUS MILITARY FACILITIES6 

(DOD SAMPLE) 
(In Percentages) 

Consider Medical Care? 

Residence Selected for Use 
of Mi 1 i tary Fac i1i t ies 

Yes No 

Off icers: 

No 

No, taken for granted 

Yes, but not factor 
to rema in i n mi 1i tary 

Yes, one of factors to remain 
and make military career 

Total 

(N=5z+5) (N=390) 

7 22 

\k 22 

7 13 

72 ^3 

100 100 

En I is ted Men: 

No 

No, taken for granted 

Yes, but not factor 
to remain in milltary 

Yes, one of factors to remain 
and make military career 

Total 

(N=1092) (N=91it) 

7 31 

8 11 

9 14 

76 kk 

100 100 

Total 

(N=935)C 

13 

18 

10 

59 

100 

(N=2006) 

18 

9 

II 

62 

100 

aWaä medical care after retirement a factor in your attraction 
to a mi 1i tsry career? 

Was retirement residence selected so one could use various 
mi 1 i tary fac iIi t ies? 

Excludes (12) no answers. 

"Excludes (155/ no answers. 
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r While one should not make too much of this answer, given in the context 

(1 of a questionnaire dealing with military medical facilities, it is, 

nevertheless, an indicator th^t nonideological components play a major 

part in the decisions of men who choose to make a career in the service. 

The scattered indicators obtained in these surveys negate the 

1:1 belief that strong identification with the military establishment might 

r create serious problems for the bulk of the retiree1?, in adjusting to a 

civilian work env i ronment. 

C.  The Job-Seeking Process 

I.  Timing.--The earlier a potential retiree starts making sys- 

tematic attempts to locate a postretirement job, the sooner he will find 

r one.  Few men had begun systematic job hunting more than a few months 

prior to retirement.  Among the May I96U retirees, 25 per cent of the 

officers and 15 per cent of the enlisted men had located jobs prior to 

their retirement.  Of these "early job holders" (as they are called in 

L the tables which follow), 22 per cent had started systematic job-seeking 

p efforts at least a year before retirement (Table kS).     Another 57 per 

cent of the officers and i*7 per cent of the enlisted men who had jobs 

when they retired had started active job hunting from k   to   12 months 

before retirement. 

L The majority of the May 1964 retirees--75 per cent of the 

officers and 85 per cent of the enlisted men--had not located civilian 

jobs prior to retirement.  (In the tables which follow they a^-e called 

1 "job seekers.")  Most of the "job seekers" had delayed beginning to 

look for employment until their retirement was at hand.  Only 2 per cent 
n 
L of this group had made any systematic job-seeking attempts a year or more 

before retirement.  More than half of these officers and two thirds of 

[ 

1; 
i 
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TABLE kS 

FIRST SYSTEMATIC ATTEMPT OF  EARLY   (PRERETIREMENT)   JOB HOLDERS 
TO  LOCATE A  JOB   (BSSR SAMPLE) 

(In  Percentages) 

F 
Job Holders 

Attempt 
to Locate Job 

Total 
(N=376) 

Officers Enlis ted Men 
- 

(N=1U5) (N=23l) 

Less than 2 months prior 
to retirement 3 8 6 

2-1*  months pr ior 
to retirement 15 20 18 

k-6  months pr ior 
£ to retirement 27 2k 25 

- 
6-12 months prior 

to retirement 30 23 26 

■ 
1-2 years prior 1 to retirement 16 9 11 

r More than 2 years prior 

: 
to retirement 6 12 10 

• 
No answer 

Total 

3 it k 

100 100 100 

the  enlisted men  had made  no systematic attempt   to find  a job  äs   late 

as   two months  before  retirement.     At   time of  retirement,   3'   per cent of 

these officers  and ^3  per  cent  of   the enlisted men  still   had  not started 

to job  hunt   (Table 46).      In  addition   to  these differences  between 

those who were  placed  before  separation,   there was   some   relation be- 

tween  beginning  the  search while  still   on active duty  and  finding work 

within  a  few months  after  retirement,   as will   be  shewn   in   the  next 

section  of   this   report. 
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TABLE 46 

FIRST SYSTEMATIC EFFORTS OF PRERETIREMENT JOB SEEKERS TO LOCATE A JOB 
PRIOR TO RETIREMENT3 (BSSR SAMPLE) 

(In Percentages) 

Job Seekers 

Systematic Effort 
Off icers Enl is tec' Men 

Total 

(N=lif9l) 

(N=310) (N=1181) 

No 31 ^3 ko 

During last 2 months 2k 25 25 

During last k  months 25 21 22 

Dur ing last 6 months 10 5 6 

Dui ing last year 7 3 k 

Started more than 1 year 
prior to retirement 2 2 2 

No answer 1 1 1 

Total 100 100 100 

Prior to retirement, have you made any systematic efforts 
to locate a job? 

1. No 
2. Yes, I started during the last 2 months prior to re- 

t i rement. 
3. Yes, I started during the last k  months prior to re- 

t i rement. 
k.     Yes, I started during the last 6 months prior to re- 

t i remen t. 
5. Yes, I started during the last year prior to retire- 

ment. 

6. Yes, I started more than 1 year prior to retirement. 

2.  Use of counseling and information services.--The May 1964 

retirees indicated that they had not made extensive use of professional 

counseling help in their search for postretirement employment. 

.. 

1 
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Eighty-one per cent reported that they did not use any counseling help 

at all.  Public emplo/mcnt services were used by 11 per cent for 

counseling, and private agencies by 2 per cent.  Only 3 per cent of 

the men received professional counseling help through the service from 

which they were separated (Table hj). 

TABLE kj 

PROFESSIONAL COUNSELING  HELP FOR CIVILIAN  EMPLOYMENT3 

AMONG OFFICERS AND  ENLISTED MEN AFTER  RETIREMENT 
(BSSR  SAMPLE) 

(In   Percentages) 

Job Holders 

Professional        Total 

Counseling Officers    Enlisted Men    (N=1599) 

(N=^00)       ^=1199) 

No 82 81 81 

Through service from 
which separated 3 3 3 

Through private counsel- 
ing service 3 1 2 

Through State Employment 
service 8 1? 11 

Other 3 I 1 

No answer 1 2 2 

Total 100 100 100 

In making your plans for civilian employment, did you at any 
time receive professional counseling help? 

1 .  No 

2. Yes, through the service from which I was separated. 

3. Yes, t.Srough a private counseling service. 
k.     Yes, through the State Employment Service 
5.  Yes, other. 

Excludes (28) no answers. 

12 It is conceivable that because of the wording 
of the question, the actual amount of counseling received is understated. 
Some counseling may have taken place during job placement interviews, 
especially with thn U. S. Employment Service, which the respondent merely 
perceived as part of the inLervlewing procedure.  It should also be 
stressed that as a result of the introduction of new services, the pro- 
portion would undoubtedly be higher for a survey conducted at a later date. 
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Somewhat greater use of such services was reported in the DOD 

survey, which included some men who had been out of the service for more 

than two years prior to answering the questionnaire.  Sixteen per cent 

of the officers and 13 per cent of the enlisted men in the DOD sample had 

received job counseling. Another 7 per cent and 9 per cent respectively 

had job testing and help in the preparation of resumes (Table k8). 

The counseling received by the 196^+ retirees usually was from 

a nonservice source.  Few retirees felt the services were doing enough 

counseling:  ^3 per cent thought the armed forces should do more, and 

almost as many said they were uninformed about what their service was 

actually doing in this area.  This suggests that communicating effectively 

to future retirees is as important as any service or programs that might 

be devised.  The kinds of assistance that the retirees thought the 

military could provide were mainly of a general nature; more, earlier 

and better vocational counseling; information about types of jobs avail- 

able and their geographic 'ocation.  It should be stressed again that 

the retirees we studied did not have the advantage of the subsequently 

instituted Labor-DOD early counseling programs. 

Retirees also feel a strong need for more knowledge concerning 

laws and regulations restricting the employment of retired service men. 

Over one half of the retirees felt they needed more knowledge; a third 

of the enlisted men regarded themselves as almost compl  ely uninformed 

on such matters. 

3.  How jobs Jre sought and found.--In planning their search for 

jobs, prospective retirees--enl isted men, particular1y--indicated that 

it would be very important to try a considerable variety of means. 

a»w—— 



TABLt h8 

HELP FROM GOVERNMENT EMPLOYMENT AGENCY BY RANK (DOD SAMPLE) 
(In Percentages) 

Help from Government 
Employment Agency 

Rank 

0-6 0-5 0-k 0-3 W-it V/-3 W-2 

Total 

■ f 

il 

Off icers: 

None 

Yes, resume preparation 

Yes, job testing 

Yes, counsel i ng 

/es, referral 

Yes, job placement 

Yes, other 

Totalb 

(N=86) (N=323) (N--288) (N=69) (N=iH) (N=6l) (N=52)  (N=920)a 

76 56 51 39 73 iiS 50 55 

5 12 7 9 2 8 6 8 

5 6 10 9 2 5 6 7 

9 17 18 22 5 16 15 16 

10 Ui 15 19 10 20 19 15 

6 9 7 15 5 10 15 9 

10 13 12 13 9 18 8 12 

121 127 120 26   106   125   119 122 

Rank 

E-9 E-8 E-7 E-6 E-5 

Enlisted Men: 

None 

Yes, resume preparation 

Yes, job test i ng 

Yes, counsel i ng 

Yes, referral 

Yes, job placement 

Yes, other 

Totalb 

(N=83)(N= = 185) (N= 1158)(N =^93) (N = 177) 

57 ^7 kB ^5 35 

( 6 10 12 16 

k 7 8 12 12 

10 16 13 \k 13 

19 18 18 15 21 

8 16 13 '5 19 

13 13 13 16 18 

1 12 123   12^4   129   131) 

(N=2096)c 

^7 

10 

9 

13 

18 

\M 

125 

Excludes (17) no answers. 

bPer cents add to more than 100 because of multiple choices 
cExcludes (65) no answers. 
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Using the public employment service, sending of resumes to likely em- 

ployers, following newspaper ads, and using the placement registers of 

military organizations were the most frequent choices of the enlisted 

men.  The U. S. (or state) Employment Service was by far the most popu- 

lar among enlisted rnen about to retire.  It was rated "very important" 

twice as often by enlisted men as by officers but it was, nonetheless, 

the officers' second most frequent choice (Table 49). 

TABLE k3 

IMPORTANCE OF VARIOUS JOB-SEEKING "TACTICS" OR AIDSa(BSSR SAMPLE) 
(In Percentages) 

"Tactic" 
Officers 
(N=427) 

Enli sted Men 
(N=li|92) 

Total 
(N=1919) 

United States Employment 
Serv ice 

Sending resumes to likely 
job prospects 

Using placement registers 
of ret i red mi I i tary 
organ izat ions 

Following newspaper ads 

Private employment agencies 

Nonservice friends and 
acqua 1 ntances 

Mill tary serv ice now 
serving in 

Serv i ce fr lends 

Relat ives 

College university place- 
ment services 

Totalb 

30 

39 

12 

1 1 

19 

20 

8 

1 1 

5 

13 

158 

60 

31 

27 

27 

21 

18 

lit 

9 

8 

3 

218 

53 

33 

2k 

2k 

20 

18 

13 

10 

7 

6 

208 

aProportion thinking "tactics" is very important. 
bPer.cents add to more than 100 because more than one source 

was selected. 
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The institutional means of bringing jobs and applicants together 

that figure so importantly in these ratings were not the most common 

routes to the actual jobs accepted by job holders.  Rather, jobs were 

found most often through personal contacts of various kinds.  This was 

particularly true of men who had a job prior to retirement.  In half the 

cases of early placement, the first contact with the job was either 

through on-the-job contacts the man had had while on duty, through a 

service friend, or through other friends and relatives,  of the 

three kinds of effective contacts, the latter was the most frequent. 

This was true of both officers and enlisted men — service contacts being 

somewhat more important for the latter.  Of the other types of first con- 

tacts with employers that resulted in acceptable job offers before 

retirement,the most frequent involved applications made directly to a 

firm. About one third of the enlisted men and officers placed themselves 

in this way. 

Those men who found jobs after retirement did so more frequently 

through direct application to firms than through personal acquaintances. 

These two types of leads continued to account for close to two thirds 

of the jobs, however.  The U. S. (or state) Employment Service made a 

significant number of the placements of enlisted men (10 p^r c.ent), but only 

k  per cent of the officers who reported themselves employed at the time 

of the 6-month follow-up said they had made contact with their jobs through 

this agency. Responses to ads led to the placement cf 9 per cent of both 

the officer and enlisted job holders (Table 50) . 

tmnimmiaaat 
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r TABLE 50 

FIRST CONTACT WITH  CURRENT JOB  BY  POSTRETIREMENT  JOB  HOLDERS 
(BSSR SAMPLE) 

(In   Percentages) 

p 
First Contact 

Job Holders 

i 
Off icers 
(N=it00) 

Er 1 is ted Men 

(N=II99) 

Total 

(N=1599)a 

Through on-the-job contacts 

r while on act ive duty 12 10 1 1 

li Through a service friend 9 5 6 

r Through other friends or 
ii relat ives 13 20 18 

r Answered advertisement 9 9 9 

L 
Through a professional em- 

[ 
1 

ployment agency 5 k k 

Through State Employment or 
USES 4 10 8 

On own initiative, made 
applicat ion to f i rm 38 38 38 

0 Other (including U. S. 
Civil Service Office) 10 k 6 

[ Total 100 100 100 

r aExcludes (28) no answers. 

i- 

L 

L 

At least through the early postretirement period, the great 

majority of placements apparently are made through informal channels, 

rather than through the mediation of private or public employment 

agencies.  The D0D data suggest, however, that the public employment 

service has become more extensively used by the retired population over 

time.  Among the men in the D0D sample who had retired between I960 

and 1963, ^5 per cent of the officers and 53 per cent of the enlisted 
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men had received some assistance from the state employment service. 

Officers most often reported counseling as the kind of help received, 

but job referrals and placements were also frequent. As many as 18 per 

cent of the enlisted men had sought jobs through the employment service 

and ]k  per cent had actually been placed by it (Table 48). 

The employment service is most helpful for men in the lower 

rank , both among officers and enlisted.  There is also a slight var- 

iation with respect to military specialty:  a relatively high proportion 

of ordnance officers--a specialty where skill transferabi1 ity is rela- 

tively low--sougnt assistance from the employment service; sinilarly, 

among enlisted men, those with combat anu service specialties were the 

heaviest users (Table 51). 

k.     Job preferences and long-run expectations.-- 

a)   Levels of financial and occupational aspirat ion.--The 

overwhelming majority of the retirees--83 per cent--planned to enter the 

labor market immediately upon retirement; another 13 per cent planned 

to join the job hunt after a period of relaxation.  No doubt because 

they expected to be gainfully employed shortly following separation, only 

42 per cent of the officers and 25 per cent of the enlisted men antici- 

pated a decline in their economic well-being in the first year after 

retirement  (Table 52). At the same time, their initial salary expec- 

tations were modest:  as shown in Table 53, the median salaries expected 

by officers and enlisted men were respectively $6,260 and $4,735. 

Obviously, many of the men felt that in conjunction with their retired 

pay and their use of military facilities, these relatively low salaries 

would not lead to a drop in their living standard. And, they were 
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TABLE 51 

HELP FROM GOVERNMENT AGENCY BY MILITARY SPECIALTY (DOD SAMPLE) 
(tn Percentages) 

fot 
N 

al 
% 

He P 

Mi 1 i tary 
Specialty 

o 
■z. 
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Of! : icers 

Personnel and 
admin is trat ion KM 135 49 9 10 19 23 11 5 9 

Med ical 15 107 71 6 6 6 _ 6 - 12 
Aircraft 1 12 131 63 8 10 18 11 10 6 5 
Line 156 120 55 9 8 13 16 10 3 6 
Staff 128 124 54 9 5 16 16 1 1 5 8 
Supply 107 133 50 9 9 22 18 1 1 7 / 
Ordnance 5k 115 46 5 8 14 17 8 3 \h 
S ignal 71 121 61 8 7 13 9 8 4 11 
Eng ineer 59 109 58 3 2 14 10 12 - 10 . 
F inance 25 116 6C 12 - - 12 12 8 12 
Research k2 135 48 5 7 26 2U 5 14 7 
Other 27 102 70 10 3 3 3 3 _ 10 

Total3 
937 122 55 8 7 16 15 9 4 8 

Enl is ted Men 

Combat 176 137 4! 1 1 14 19 19 14 6 13 
Electron ics 247 123 52 1 1 9 9 14 13 3 12 
Other technical 167 125 50 8 8 17 14 10 2 16 
Administration and 

cler ical i+70 128 43 1 1 9 15 19 16 3 12 
Mechanics and 

repai r 675 125 48 9 8 13 20 15 3 9 
Crafts 131 120 46 10 8 8 20 13 4 11 
Services 206 131 41 16 12 12 18 17 4 11 
M i seellaneous 89 120 53 12 1 1 10 10 12 4 8 

Total3 2161 125 47 10 9 13 18 14 3 1 1 

aPer cents add to more than 100 because of multiple answers. 
"Preparation and use of a resume. 
cJob testing. 
dJob counseling- 
eReferral to prospective employer. 
^Job  placement. 
SApplication   transmitted   to other  public employment  offices. 

L 
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TABLE 52 

EXPECTATIONS REGARDING TOTAL FAMILY INCOME IN 1st YEAR AFTER RETIREMENT 
COMPARED TO FAMILY INCOME DURING LAST YEAR 

OF ACTIVE DUTY (BSSR SAMPLE) 
» (In Percentages) 

Preret i rement Officers En 1 is ted Total 

Expectat ions (N=57l) (N =1614) (N=2l85) 

Expect to be much better off 12 14 13 
Expect to be somewhat 

better off 16 21 20 

Should be about the same 25 27 27 
Expect to be a little 
worse off 31 20 23 

Expect to be much worse off 1 1 5 6 

No answer 5 13 11 

Total 100 100 100 

TABLE 53 

MINIMUM ANNUAL SALARY EXPECTED IN FIRST JOB 
AFTER RETIREMENT (BSSR SAMPLE) 

(In Percentages) 

Salary 

Under $4,000 

$4,000-4,999 
$5,000-5,999 
$6,000-6,999 
$7,000-7,999 
$8,000-9,999 

Over $10,000 
Total 

Median Salary 
Expected 

Officers En is ted Men Total 

(N=37l) (N=I2I7) (N=1588)a 

4 19 15 
12 43 35 
29 21 23 
18 11 13 
1 1 4 5 
12 2 8 

(over 
$8 ,000) 2 ö 

14 
100 100 99b 

$6,260 $4,735 $4,980 

aExcludes (28) no answers. 
"Per cents do not add to 100 because of rounding. 

: 
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exceedingly optimistic about the future.  Hardly any of these men (3 per 

cent) thought that they would have lower incomes 5 years after retirement 

than they had had in the service, and kS  per cent of both officers and 

enlisted men expected to he "much better off (Table BOO- 

TABLE 5^ 

EXPECTATIONS REGARDING TOTAL FAMILY INCOME 
5 YEARS AFTER RETIREMENT COMPARED TO FAMILY INCOME 

DURING LAST YEAR OF ACTIVE DUTY (BSSR SAMPLE) 

Preret i rement 
Expectat ions 

Much better 

Somewhat better 

About the same 

A 1 i 111e wo r s e 

Much worse 

No answer 

Total 

Officers 

(N=57l) 

En 

(N 
1 is ted 
=1614) 

Total 
(N=2185) 

kG 47 46 

29 23 25 

]h 7 9 

3 

1 

2 

1 

2 

1 

7 20 17 

100 100 100 

To a large extent, this "optimism" was based on the men's con- 

viction that they had valuable occupational skills to ofler and that the 

civilian world would make at least as good use of their talents as the 

military had done (See Table 55).  Prior to retirement, most men were 

convinced that their service training would be of help in their post- 

retirement work (Table 56).  Further, most felt that they brought to the 

job market qualifications at least equal, and often superior, to those 

of civilians doing the same kind of work.  Only 13 per cent of all 
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TABLE  55 

EXPECTED  UTILIZATION OF  SKILLS   IN CIVILIAN  EMPLOYMENT 
AMONG  JOB  HOLDERS   (BSSR  SAMPLE) 

(In   Percentages) 

,: 

ft 

Expected 
Ut i1izat ion 

Much  greater  utilization 
in  ci v i1ian jobs 

Somewhat  greater  utiliza- 
tion   in  c iv i1i an jobs 

About   the  same  utiliza- 
tion   in  civ i1 ian jobs 

Less ut i1 izat ion i n 
civil ian jobs 

Much   less   ut i1 iz-^ ion 
in  c iv i1ian jobs 

Will not be able to 
ut i1 ize skills in 
civil ian jobs 

Total 

Off icers 

(N=39l) 

22 

25 

36 

13 

3 

100 

Enlis ted Men 
(N=I152) 

Total 
(N=15it3)a 

26 25 

23 2k 

30 32 

13 13 

5 k 

100 100 

Excludes   (8^)   no  answers. 

i 0 
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TABLE 56 

EXPECTATION OF SERVICE TRAINING AND EXPERIENCE AS AID 
IN POSTRETIREMENT WORK3 (BSSR SAMPLE) 

(In Percentages) 

Expectat ion Off icfrS 

(N=5;I) 
En 1 is ted Men 

(N=l6Uf) 
Total 

(N=2185) 

A great deal 

Somewhat 
Very 1 ittle 
Don't know 
No answer 

Total 

50 

30 
1 1 
8 

h3 

23 
\k 
12 
2 

50 

2k 
13 
11 
2 

100 100 100 

aHow much do you think your training and experience in the 
service will help you in work you might want to do after retirement? 

1. Will probably help a great deal. 
2. Will probably help somewhat. 
3. Will probably help very little. 
k. Have no idea how much it will help. 
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retirees considered themselves less qualified than the civilians with 

whom they were about to compete.  Their main concern was that their age 

might present a problem. When asked to rate eight factors which might 

affect their chances of finding a suitable job, over three fourths of 

the respondents selected age. A sizeable proportion (50-60 per cent) 

chose "company hiring and employment practices." Conversely, status as 

a retired military careerist was more often seen as an advantage than 

as a drawback (Table 57). 

The majority were generally optimistic in their expectations as 

to the length of time needed to locate a suitable job once they had 

started active job-seeking efforts.  Seventy per cent of the enlisted 

men and 64 per cent of the officers expected to find a suitable job 

within 3 months (Table 58). 

This does not mean that they saw no difficulties before them. 

When asked how easy or difficult it would be to locate a 'ivilian job 

equal to their service job in terms of pay,satisfaction, benefits, 

interest and challenge, the job seekers were less sanguine.  Sixty-two 

per cent of the officers and k2  per cent of the enlisted men thought 

it would be difficult.  But, once the initial difficulties of locating 

a job had been overcome, they looked forward to a rosy future. 

Furthermore, most men expected to be able to accomplish the 

transition to a civilian job without extensive retraining--only kS 

per cent of the officers and 27 per cent of the enlisted men had made 

any plans for further training; education or retraining at the time they 

were about to retire (Table SS)•     While about two thirds of the officers 

if 

1 
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TABLE 57 

JOB SEEKERS' ASSESSMENT OF VARIOUS FACTORS 
IN FINDING A JOB (BSSR SAMPLE) 

INVOLVED 

Chances of Finding a Job 

Factors 
Toto! 

N    % 

>• 
E 
l_ 0) 
o o 

c 
— 01 
•— -C 
— o 
s 

(0 
01 

>- 
01 
E 
>-, 
o 

E 

- >, 0) U1 >• 
>~ E x 0) >- h 

4-»  <U — 
<u <u .—  ,_ tu 0) 0) 
•w in u o in -i Ol 3 
•- OJ c (U 0) — m in 
C 0) "O o c OJ c 

• - u —   c . •-* V- < 
u- u —  u  fO u- O 
0) 0) ■- O -C 01 c o 
Q X> SCO Q • — 2 

Q) 
U 
C 
0) 

o 

Off icers 

Age 
Automat ion 
Status as a retired 

mi Ii tary career ist 
Dual compensation laws 
Company hiring and em- 

ployment practices 
Labor union policies 

and practices 
Personnel shortages 

in certa in f ields 
Discrimination against 
members of racial or 
rel ig ious minor i ty 
groups 

310 100 82 12 5 l 
310 100 18 68 11 3 

310 100 28 32 38 2 
310 100 hi 5^ 2 2 

310 100 58 35 5 2 

310 100 36 61 1 2 

310 100 9 49 ho 2 

310   100 90 

En 1i s ted Men 

Age 
Automat ion 
Status as a retired 
milltary careerist 

Dual compensation laws 
Company hiring and em- 

ployment practices 
Labor union policies 

and practices 
Personnel shortages in 
certain fields 

Discrimination against 
members of racial or 
relig ious minor i ty 
groups 

1181 100 77 15 k k 
1181 100 35 kk 9 12 

1181 100 30 26 38 6 
1181 100 21 61 5 13 

1181 100 51 32 7 10 

1181 100 4i hS k 10 

1181 100 17 38 34 11 

1181 100 77 10 

■ 
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TABLE 58 

EXPECTATION OF TIME NECESSARY TO LOCATE A SUITABLE JOB AFTER START 
OF ACTIVE JOB-SEEKING BY PRERETIREMENT JOB SEEKERS (BSSR SAMPLE) 

(In Percentages) 

1 
Expected 
Time 

Job Seekers 

Total 
(N=149I) r Officers 

(N=310) 
Enlisted Men 

(N=1181) 

r Less than 1 month 10 24 21 

r- 
1-3 months 5^ 46 48 

0 4-6 months 16 9 11 

r More than 6 months 2 1 1 

i, 

r 
No idea how long it 

will take 17 19 18 

No answer 

Total 

i I 1 

n 100 100 100 

r 
TABLE 59 

' - 

PLANS FOR POSTRETIREMENT F.DUCATIONAL 
(BSSR SAMPLE) 

(In Percentages 

OR TECHNICAL TRAINING3 

j 
Plans Officers 

(N=57l) 
Enlisted Men 

(N=1614) 
Total 

(N=2185) 

Yes 45 27 31 

' 

No 

No answer 

Total 

49 

6 

59 

14 

57 

12 

i •. 100 100 100 

aAfter you retire do you have plans to take any educational 
or technical training courses? 
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and  half  of   the enlisted men   thought   that  they might  need  some  additional 

training   to qualify  for   the  civilian jobs   they  hoped   to  get,   this was 

largely  visualized as   training   that  could  be gotten  on   the job   (Table 60) 

TABLE  60 

PRERETIREMENT  JOB  SEEKERS'   NEED  FOR ADDITIONAL  TRAINING 
TO QUALIFY  FOR  CIVILIAN  EMPLOYMENT DESIRED AND  TYPE 

OF ADDITIONAL  TRAINING  BELIEVED  NEEDED 
(BSSR  SAMPLE)  . 

(In  Percentages) 

Job Seekers 
Total 

Off icers Enl isted (N=1588) 

(N=37l) (N=1217) 

No 38 52 48 

Yes 62 kQ 52 

Type of Training Needed: (N=229) (N=589) (N=818) 

College (undergraduate 
training) 2k 9 \k 

University (graduate 
training) 25 3 9 

Technical or commercial 
school 5 21 16 

On-the-job training 60 75 70 

Totalb \\k 108 109 

aTotal   number  of  job  seekers   is  greater   in   this   table  because 
job  seekers who were not  sent  a  postretirement  questionnaire  are   in- 
cluded. 

"Per  cents  add  up  to more   than   100 because  some   individuals 
indicated   the need  for more  than one  type of  training. 

( 
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Many officers, however, either intended to complete the requirements for 

a college degree or to acquire a graduate degree (Table 61). 

TABLE 61 

OFFICERS'PLANS  TO  0DTA1N AN ACADEMIC  DEGREE0   (BS5R SAMPLE) 
(In   Percentages) 

(N=256) Per  Cent 

No plans for academic degree 

Plan to obtain academic degree 

Bachelor 's 

Master's 

Ph. 0. 

Other (law, medical, divinity) 

Total 

Proportion of all officers indicating plans to take educational 
or training courses after retirement) 

b)  Specific occupational ski I 1 ■,..--I n the JSSR sample, the re- 

tirees were asked to indicate their qualifications in the broad skill 

areas listed in the questionnaire.  These encompassed most of the skills 

needed in the civilian job market.  From the list, they were asked to 

pick the three skill areas in which they were best qualified. Table 62 

lists those skill areas which were checked by at least 5 per cent of the 

officers or enlisted men. 

Officers listed administration and aviation most frequently 

(^8 per cent and 31 per cent respectively) as the areas in which they 

97 38 

159 62 

92 35 

^5 18 

17 7 

256 

5 

100 

2 

I 
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TABLE  62 

BROAD CIVILIAN  SKILL AREAS   IN WHICH RETIREES   CONSIDER THEMSELVES 
BEST QUALIFIEOa(BSSR  SAMPLE) 

(In  Percentages) 

Officers Enlisted Men 
Ski 11 Area (N=556) Ski 11 Area (N= 1506) 

Admin istrat ion k8 Mechanical work 25 
Av iation 31 Admi n is trat ion 23 
Personnel administration 21 Supply and procurement 19 
Organization and methods 19 Secur i ty 18 
Teaching 18 Personnel administration 17 
Supply and procurement 18 Transportation ar d commerce 15 
Publ ic relat ions 12 Av iat ion 15 
Secur i ty 10 Club and Food 15 
Electronics 9 General clerical 12 
Mechanical work (ai! types)  8 Electronics 11 
Commun icat ions 8 Construct ion 1 I 

Sales 8 Commun icat ions 9 
Research-development 7 Ordnance 9 
Engineer ing 5 Sales 8 
Construct ion 5 Teach ing 8 
Product ion 5 Organization and methods 8 
Writing 

Totalb 
5 Publ ic relations 6 

237 Agr iculture 6 
Product ion 5 
Medicine and hosf 

Totalb 
)ital 5 

2kS 

Proportion  naming  skill   area as  one of   three   in which  they  are 
best  qualif led. 

Per cents  add  to more  than   100  because of  multiple choice 
of   skill. 

felt   themselves   to  be  best  qualified.     Personnel   administration,  organi- 

zation and methodst   teaching and  supply-procurement were other  areas 

listed  by  a substantial   number  of  officers.     Among  enlisted  retirees, 

mechanical  work   (25  per  cent),   administration   (23   per  cent),  supply 

and  procurement   (19  per  cent),   security   (18  per  cent),   and  personnel 

administration   (17  per  cent)  were  the skill   areas   listeo most frequently, 

I 
■ 
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Table 63 lists the respondents' first choice for a civilian 

job, in terms of the broad civilian skill areas checked. Only those 

TABLE 63 

TYPE OF   POSTRETIREMENT JOB  TO  BE  LOOKED  FOR  BY  RETIREES 
WHO  CONSIDER  THEMSELVES  TO  BE WELL  QUALIFIED 

IN  SELECTED  BROAD CIVILIAN  SKILL  AREAS 
(BSSR  SAMPLE) 

(In  Percentages) 

Pos tret i rement Job 

Broad Civi1ian Total 
TO 
c 
o 

c 
ID — 

ra L 

Skil1 Area N % in 
w 
<u 
o 
1- 
Q. Bu

s 
in

es
s 

M
a
n
a
g
e
r
 i (T3 

O 

C 
JC 
o 
0) 

L) 

o 

(L) 

CD 
1/1 

X) 
0) 

I/) 

u 

> 
01 

1/1 

3 
c 
< 
o 

cr cers 

Admin istration 231 100 19 65 3 3 3 3 1 3 
Aviation 152 100 22 61 2 1 5 5 1 3 
Personnel 

administration 107 100 2k 61 1 k I 2 3 4 
Organization and 

methods 95 100 13 67 1 - 8 3 1 7 
Supply and pro- 

curement 86 100 8 68 3 1 6 6 - 2 
Teaching 80 100 35 59 - - 1 1 1 3 
Publ ic relations 66 100 17 77 2 - 2 - 2 - 
Securi ty ^9 100 ]k 66 - - k 2 14 - 

Total 866 100 19 65 2 2 k 3 2 3 

Enli 5 ted M en 

Mechanical work 367 100 5 27 5 2 2 46 7 6 
Admin istration 336 100 11 50 3 1 1 k 10 6 5 
Suppl ;< and pro- 

curement 275 100 k 32 3 19 3 20 13 6 
Secur i ty 256 100 k 31 k 6 k 23 25 3 
Personnel admin- 

istration 242 100 15 52 3 10 5 5 6 4 
Aviation 22k 100 9 36 k 2 2 37 4 6 
Transportation 

and commerce 223 100 3 25 k k 3 44 12 5 
Club and food 211 100 2 39 2 k 2 15 29 7 
General clerical 168 100 11 ko 2 20 2 11 10 4 
Electronics 155 100 8 25 30 1 1 28 5 2 
Construction 152 100 3 26 k - 1 51 10 5 

Total 2609 100 7 35 5 8 3 26 11 5 

II   _J|IMI|IIIBII||  | 
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areas, chosen by at least 10 per cent of the officers or  enlisted men 

are listed.  Most officers aspired predominantly to jobs at the business- 

managerial level.  Many enlisted men shared this aspiration, but'the 

skilled trades were also frequently selected.  The low interest in tech- 

nical jobs, reflecting a limited perception of competence for all but 

the small group of men qualified in electronics, is noteworthy.  Con- 

versely, it is also clear from Tables 62 and 63 that, among both officers 

and enlisted personnel, men with administrative and quasi-admin is trative 

experience and aspirations dominate.  This somewhat lonsided skill dis- 

tribution is undoubtedly a factor in the employment difficulties ex- 

perienced by some of these men, which are discussed later in this report, 

c)  Job preferences:  preferred employer, desirable job attri- 

butes.--The preretirement quest iona i res listed types of employing insti- 

tutions and asked the respondents to state for each one whether it was 

preferred, was acceptable, or was unacceptable.  Among enlisted men 

and officers, the federal government was the institution most frequently 

checked as preferred.  A much higher proportion of enlisted men than 

officers preferred federal employment, however--about one fifth of the 

officers, in fact, listed the federal government unacceptable as an 

employer.  The difference presumably is affected by the dual compensa- 

tion and dual employment statutes in 1964 (modified since then by leg- 

islation).  Regular officers in the sample were still largely barred 

from civil service.  Large business (over 1,000 employees), medium sized 

business (50 to 1,000 employees) and state and local government were the 

other types of institution most commonly designated as preferred 

(Table 64), 

; 
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TABLE  ek 

PRERETIREMENT  JOB  SEEKERS'   PREFERRED  KINDS  Of-'  EMPLOYERS   (BSSR  SAMPLE) 
(In  Percentages) 

Job  Seakcrsa 

Off icers       Enlisted 
(N=37l) (N=I217) 

Total 

(N»1588) 

Federal Government (excluding medical 
or educational institutions) 37       53       ^9 

State or local government 
(excluding medical or 
educational institutions) 27       28       28 

Medium-sized business 
(50-1000 employees) 31       25       27 

Large business (over 1000 employees)     31       23       25 

Small business (fewer than 50 
employees) 17       22       21 

College or university (public or 
pr ivate) 

Private organizations (nonprofit) 

Secondary or elementary schools 
(publ ic or pr ivate) 

Med ical ms t i tut ions 

Total 

Total number of job seekers is greater in this table because 
job seekers who were not sent a postretirement questionnaire are in- 
cluded. 

bPer cents add to more than 100 because some job seekers 
checked more than one answer. 

19 5 8 

11 6 7 

1 1 3 5 

3 5 k 

187 170 17^ 

: i 
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These preferences for affiliat'on with large bureaucratic or- 

ganizations are clearly related to the civilian job roles for which most 

of these men see themselves qualified.  (See previous section of this 

report and especially Table 63.)  The great majority of the men appar- 

ently do not visualize a second career which would involve a radical 

departure from their military work pattern. Most of them rather plan 

to replicate their service working life in a civilian setting.  There 

are exceptions, of course, with an occasional preference for self-em- 

ployment, part-time employment and "unusual" occupations which would 

satisfy a hobby.  But, for most of the officers and enlisted men, aspir- 

ations were for orderly careers with a large organization. 

This preference probably has its roots in the men's job value 

system.  When asked prior to retirement to rate 19 job attributes, 9^ 

per cent of the officers and 88 per cent of the enlisted men rated 

"chance for advancement" as a very important or somewhat important fac- 

tor in judging a job (Table 65). A job that is respected in the 

community was considered important by 85 per cent of the officers, whereas 

80 per cent of the officers rated as important the job location in a 

specific geographic area.  Salary considerations, albeit modest ones, 

were the second most preponderant type among the enlisted men: 8k 

per cent thought it important to earn at least $5,000 on the postre- 

tirement job.  Not at all surprising, given the potentially long and 

irregular hours on military duty, hi the fact that 81 per cent of the 

enlisted and 78 per cent of the officers rated regular hours as important. 

On the other hand, freedom from supervision—which one might have assumed 

to be of interest to men who had worked for 20 years or more in a highly 

hierarchical context--was seldom  rated important. 
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TABLE    65 

JOB ATTRIBUTES   PREFERRED^  BY  PRERETIREMENT JOB  SEEKERSb   (BSSR  SAMPLE) 
(In  Percentages) 

Job Seekers 

a-* -u  , Total 
Atl:r'bu,:es Officers Enlisted  (N=1^9I) 

(N=310)  (N=ll8l) 

Chance for advancement 9^      88      88 
Earning at least $5,000 73      84      81 
Regular hours with free time to pursue 

own interests 78      8l      81 
A job Lhot is highly respected in the 

commun i ty 85      76      77 
Opportunity to use  military skills 73      78      75 
A job that performs on important 

service for the community 76      7^      7^ 
Avoid being away from home 73      71      71 
Getting a job covered by Social 

Security b nefits 50      77       70 
Locating in a specific geographic 

r.rea 
Working with people rather than things 
Opportunity to supervise 
Friendly noncompetitive working re- 

r» lotionships 
Using educational background 
A job in which influential decisions 
Care made 

Getting a job covered by pension 
Earning at least $10,000 
Earning at least $15,000 
Deing free from supervision 

l_        Opportunity to travel 
Total0 

What will you be looking for in a job?  In particular how much 
consideration will you c".  giving to each of the following factors? 

^Proportion of job seekers rating factors to be very important 
or somewhat important in job consideration. 

cPer cents add to more than 100 because of multiple answers. 

80 67 70 
78 67 69 
78 66 68 

76 66 65 
53 59 57 

72 53 57 
32 59 54 
60 37 42 
33 25 26 
35 20 23 
42 14 20 

241 1162 1168 



1 
Long-run salary expectations were generally mooest.  To earn at 

least $15,000 or even $10,000 was not among the most frequent stipula- 

-j tions for a job, not even among officers. As was previously shown, they 

expected to earn only modest salaries in their first postretirement job. 

Interest in fringe benef i ts-'-notably, a claim to second pension-- 

was considerable, however.  It was greatest among the enlisted men, 

1 
77  Per  cent  of whom  thought   it   important   to hold  a job  covered  by social 

•* security  and  59  per  cent,   a job  covered  by  pension.     While  only 32  per 
I E 

«ait 
cent of the officers stressed pensions, half of them wanted their job 

to be covered by social security.  The superior financial resources of 

the officers and their significantly greater military retirement pay 

n 
undoubtedly  explain  their   lesser  concern,  but   the  responses  of  both 

groups  clearly   indicate   that  military  retirement  pay  alone   is  considered 

inadequate  protection  for one's  old  age. 

In  summary,   the  retiree's  "ideal" job as   it  emerges  from the 

data   is  one with opportunity  for   recognition and  advancement,   but not 

i 
necessarily  much  "executive"   leeway   (for officers)   or   independence 

-1 (for  enlisted men).     Regular  hours,   retirement  benefits,   and  a  con- 

genial   environment are more   important   than  high  salaries,   freedom from 

supervision,  opportunity   to   travel,   or  a  chance  to make   important deci- 

sions  and exert   leedership.      In   this   too,   the  preferences  of   the military 

retired  appear   to be quite  similar   to  those of  his  civilian  counterparts. 

5.     The military  retiree   in   the   job market:     how employers and 

counselors  see hjm.--Evaluations  of  a  few of   the  retirees   as  job candi- 

dates  are  available  from some of   the  employers whom  the officers  and 

enlisted men  contacted  during   their  job  search.    Although   the  data are 

•" 
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incomplete (as explained in Section II of this report), they are useful 

in adding an important dimension — and correct ion--to the retirees' self- 

percept ions. 

These employers and potential employers rated job applicants 

during their active job hunting period in the summer of 1964. Applicants 

were assessed on educational background, previous work experience, tech- 

nical skills, salary requirements, need for further training, and mil- 

itary experience and age as assets or drawbacks.  A four-point rating 

scale was used on most items:  excellent, good, fair and poor.  Thirty 

per cent ra'.ed officers' educational backgrounds as excellent and 56 

per cent rated them as good  (Table 66). Twenty-two per cent of the 

TABLE 66 

EMPLOYERS'AND POTENTIAL EMPLOYERS' RATING OF JOB APPLICANTS- 
OFFICERS ONLY3 (BSSR SAMPLE) 

(In Percentages) 

Rat ing 
Attributes 

of Job 
Total 

Kl        "/ 

Applicants 
/o 

Educat ional • 
background 66 100 

Previous work 
exper ience es 100 

Personal 
appearance 67 100 

Salary 
requi rements 63 100 

Technical ski 1 Is bz 100 

Personal i ty 65 100 

Total 388 100 

Exce Ment  Good Fa i r Poor 

30 

18 

22 

II 

3^ 

27 

56 

52 

70 

56 

60 

57 

14 

26 

4 

8 

28 

6 

14 

Proportion of employers rating officer job applicants. 

'■^The employer questionnaires on which this section is based are 
for 174 enlisted men and 83 officers.  More questionnaires were received 
(351 altogether) but some had to be discarded, either because they were 
too incomplete or because they referred to retirees who are not part of 
the final analysis group (before and after respondents). 

■ 

"- 
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employe.rs racing officer applicants regarded the salary required to hire 

the applicant an excellent feature, and 70 per cent rated the salary 

requirements good.  In contrast, previous work experience and technical 

skills were rated excellent by only 18 per cent and 11 per cent of the 

employers, respectively, while 3' per cent rated previous work exper- 

ience fai r or poor. 

Clearly, then, the employers frequently did not share the officers' 

assumptions about the usefulness of their military experience.  Detailed 

analyses of the jobs would have to be made to determine whether the 

cause is a lack of fit in terms of technical skill or--as has been 

suggested by previous writers--a lack of the semantic attunement of 

officers' resumes and interview responses to the language and structure 

of a civilian organization. 

Almost universally, the officers' personal appearance and per- 

sonality received high ratings. 

it is interesting to contrast the employers' perceptions with 

the officers' apprehensions about age and their optimistic feelings 

about military status. Only 15 per cent of the employers called the 

retiree's age a drawback (Table 6?), compared with over 80 per cent 

of the men themselves (Table 57). About 63 per cent of the employers 

regarded the applicants' former military status as an ass^t, compared 

with 38 per cent of the job-seeking officers (Table 67). 

Obviously, these are crude questions, subject to a wide range 

of interpretations; nevertheless, they would indicate that past work 

experience and skill qualifications (or a proper interpretation of 

these) are more important to the civilian employer than age which seems 

to generate considerable anxiety. 

...   :.■■:■'  ,.:,■ ■    HI RBIH 
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TABLE 67 

EMPLOYERS' AND POTENTIAL EMPLOYERS' RATING 
OF JOB APPLICANTS (BSSR SAMPLE) 

(!n Percentages) 

Prev ious 
Mi 1 itary 
Exper ience 

Employers' Ratings of 

A great asset 

A sI ight asset 

Neither asset nor drawback 

A s1 ight drawback 

A great drawback 

Total3 

Officers 
(N=58) 

Enl 
(N 

is ted 
= 162) 

Total 
(N=220) 

38 31 33 

31 30 30 

2k 30 23 

5 8 7 

2 1 1 

100 00 

Age (N=5^) 

A great asset 

A s1 ight asset 

Neither asset nor drawback 

A s1 i ght drawback 

A great drawback 

Total 100 100 

99 

(N=137)    (N=191) 

27 21 23 

19 16 17 

33 50 45 

19 12 ]k 

2 1 1 

100 

Per cents do not add to 100 because of rounding. 

For enlisted men, '.he findings are similar, although the over- 

all ratings tend to be slightly less favorable.  Personal appearance, 

personality, educational background and salary requirements are all 

favorably rated, although substantially fewer "excellent" were given 

for educational background (Table 68).  Similarly, the drawbacks from 

:; 

i 

a 
a 
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TABLE 68 

EMPLOYERS' AK. POTENTIAL EMPLOYERb ' RATING OF JOB APPLICANTS- 
ENLISTED MENa (BSSk SAMPLE) 

(In Percentages) 

Tot 3i 

Rat i ng 

Attr ibutes 
of Job 

AppI icants 
N % Excel lent Good Fa i r Poor 

Educat ional 
background 163 100 \k 57 28 1 

Previous work 
exper ience 157 100 18 48 26 8 

Personal 
appearance 163 100 37 55 8 - 

Sal any 
requ i rements |i*2 100 10 7^ 15 1 

Techn ical 
ski!Is 136 100 9 56 28 7 

Personali ty 162 100 31 55 13 1 

Total 723 100 20 57 20 3 

Proportion of employers1 rating enlisted men job applicants. 

the employers' perspectives are usually previous work experience and 

technical skill--i:he only areas for which "poor" ratings were made.  For 

the enlisted men, too, former military Status was considered 3 distinct 

advantage and their age was not considered a handicap. 

As one might expect from the employers' evaluations of work 

skills, they see the applicant's need for training more often than do 

the retirees themselves.  Although employers more frequently than retirees 
[ 

, 

1 

i  
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saw deficiencies requiring formal training, on-the-job training was by 

far the nost vrequent recommendation.  Altogether, employers saw the 

need for some form of preemployment training for 87 per cent of the 

officers and 75 per cent of the enlisted men (Tab'e 69).  Yet only 

TABLE G9 

EMPLOYERS'AND POTENTIAL EMPLOYERS' RATING OF JOB APPLICANTS' NEED 
FOR FURTHER TRAINING (BSSR SAMPLE) 

(In Percentages) 

. 

Tra i n i ng 
Mccded 

On-the-job 

Formal and 
on-the-joh 

No training 
needed 

Total 

Off icers Er 1 is ted Men Total 
(M-83) (tM:.|7A) (N=257) 

63 58 60 

2k 17 19 

13 25 21 

100 100 100 

62 per cent of officers in our survey—and, even more striking, only 

^8 per cent of enlisted men--expressed such a need (Table 60). 

Very few counselor evaluations w^re received by the survey-- 

•:.hire  were useable data for only about 100 retirees.  The counselors, 

representing both public and private agencies, rated the ]S6k   retirees 

on need for further training and on realism, or lack of it, in the 

job seekers' vocational aspirations. 

Counselors were less inclined than potential employers to re- 

gard the retired military man as needing further training.  In ratings 

of officers, ^2 per cent of the counselors recommended further training, 
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: 

while 36 per cent of them recommended it for the enlisted men.  Counselor 

and employer ratings were not necessarily for the same individuals, which 

explains some of the differences. And, more employers may have been more 

likely to specify a need for additional training because they were con- 

sidering the qualifications for a specific job while the counselors were 

thii king in terms of a type of job or several closely related kinds of 

jobs. 

Counselors had some reservations about the job plans of the men 

they saw; in particular, in 38 per cent of the cases, the counselors 

thought the retiree would have difficulty in getting a suitable job in 

the geographic area   his residence.  It should be remembered that 

counselors reported on only a small proportion of the men in the sample, 

and that in all probability many of their contacts were with those who 

had experienced prolonged placement difficulties. 

a 
a 
0 
a 

0. After Retirement:  How the Employment Situation Shapes Up 

I.  Employment status.--The great majority of the retirees in 

the BSSR sample of May 196^ had been able to locate a job of some kind 

by the tirre they were contacted 6 to 8 months after their retirement. 

At the time they completed the post-retirement questionnaire, 71 per cent 

of the officers and 76 per cent of the enlisted men reported that 'ijhey 

were employed.  Sixteen per cent of the officers and 21 per cent C/f the 

enlisted men were actively looking for work at that time.  The others-- 

13 per cent of the officers and 3 per cent of the enlisted men--wcre 

full-time students, those unable to work due to physical reasons, those 

now permanently retired with no plans for future employment, and those 

who were not active seekers at the time of the survey but who said they 

would be looking for work in the future (Table 70). 

r*av*MXi~m4WaH9UMM£Jt3e«[*<A|tliety 
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TABLE 70 

JOB STATUS SIX TO EIGHT MONTHS AFTER RETIREMENT (BSSR SAMPLE) 
(In Percentages) 

Job Status Officers 

(N=57l) 

En I is ted Men 
(N=I61U) 

Total 
(N=2185) 

Job holders 

Job seekers 

Others3 

Total 

16 

13 

76 

21 

3 

7^ 

20 

6 

100 100 00 

a"0thers" includes full-time students, the disabled, permanently 
retired, and non-active job seekers at the tine of the survey. 

In the main, placement took place rapidly. Among the job 

holders, over one half had started to work within two months of their 

retirement date—S^ per cent of the officers and 50 per cent of the 

enlisted men (Table 70 and an additional 32 per cent of the officers 

and 33 per cent of the enlisted men found their first jobs during the 

third and fourth months after retirement. 

2.  Job seekers.--The proportion of men actively looking for 

work at the time of the survey is, of course, quite high compared 

with the male civilian population in the same age group.  This no doubt 

resulted partially from late job-seeking starts.   Table /2 shows that 

those who had not located a job within 6 to 8 months after retirement 

had waited longer than their job-holding colleagues to undertake active 

job-seeking efforts.  Probably the job seekers also included a few men 

who had found a job since retirement, but who were again in the job 
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market at the time they received the postrctirement  questionnaire.  Many 

of the unemployed doubtless succeeded in locating jobs after they were 

surveyed.  The DOD data, indeed,  show a lower unemplloyment rate among 

the men who retired earlier.  For both officers (Table 73) and enlisted 

men (Table 7^) who were retired between 1958 and 1959i only k  per cent 

were looking for work at the time of the survey in 1963- An additional 

1-2 per cent had despaired of finding a job and had given up looking 

and another 1 per cent were about to begin looking for work. 

TABLE 71 

STARTING DATE OF CURRENT JOB (BSSR SAMPLE) 
(In Percentages) 

Job Hoi dcrs 

Date                   Officers 
(N=400) 

Enl isted Men 

(N=I199) 

Total 

(N=l599)a 

Before retirement 
(May 31, 1964) 8 8 8 

During the first month after 
retirement (June, 1964) 28 73 24 

During the second month after 
retirement (Jul/, 1964) 18 19 18 

During the third month after 
retirement (August, 1964) 17 17 17 

During the fourfh month after 
retirement U ptember, 1964) 15 16 16 

More than four  months after 
retirement (October and 
later 1964) 14 17 

Total iOO 100 

aExcludes (28) no answers 

17 

100 
■'■'■>' 
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TABLE 72 

START OF ACTIVE SEARCH FOR JOB AND JOB STATUS (BSSR SAMPLE) 
(In Percentages) 

Job Status 
Start of Active  

Search before and 
after Retirement Preretirement  Pos tretirement 

Job Holders   Job Holders Job Seekers 

Officers: (N=l*f2) 

More than 1 
year before 22 

6-12 months before      31 

2-6 months before      k3 

Less than 2 months 
before k 

Less than 3 months after 

3-6 months after 

Total 100 

Enlisted Men:        (N=220) 

More than I 
year before 22 

6-12 months before      25 

2-6 months before      kS 

Less than 2 months 
before 8 

Less than 3 months after 

3-6 months after 

Total 100 

(N=226) 

00 

(N=900) 

100 

Excludes (148) no answers. 

(H=8k) 

100 

100 

Total 

(N=452) 

3 1 8 

8 5 ]h 

37 31 38 

2k 23 

20 

18 

28 
20 

22 

100 

(N=33it)     {H=]k5k) 

2 2 5 

k 2 7 

29 15 28 

26 

39 

19 

k2 

20 

z2 

38 

100 
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TABLE 73 

EMPLOYMENT STATUS BY YEAR OF RETIREMENT--OFFICERS (DOD SAMPLE) 
(In Percentages) 

Year of Retirement 

Employment 
Status 

o CTl 
LA #—s ^—^ ^-^ r^- 
cn r^. J- OJ •— 

rA CTl en r^ 
-3" r^. (Ti CA rA OA II 

O'-v un LA LA II II II ■z. 
4-1   — CTv^ CTi^-« CTI—N 2 z z ^^ 

r<~i — 00 — r^ —   O •■—' ■—' *■—' 

L. r^ I    C> 1    PA 1    CTl >— 
o j- O ro -j- tn 00  rA O ■— C^J TO 

—    II LPl    II LA   II LA    II \D v£) vD 4-J 

i-  2 cr> z Ch z Ol Z cr\ cn cr\ o 

Full-time employment 

Part-time employment 

Looking for employ- 
ment 

Will look for employ- 
ment 

Have given up on 

30   51   71 

7    8   7 

1    3   k 

76   Ik       75   67   hZ 

6   7^87 

4   2   5    7   2 

job  chances 5 4 2 2 1 2 1 4 

Retired 56 32 14 10 9 7 5 41 

Ful1-t ime  student - 1 1 1 5 5 9 1 

Total 100 100 100 100 100 100 100 99a 

'Per cents do not add to 100 because of rounding. 
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TABLE 7^ 

EMPLOYMENT STATUS BY YEAR OF RETIREMENT--ENLISTED MEN (DOD SAMPLE) 
(In Percentages) 

Year of  Retirement 

•-—v 

Employment o ^ ^ fo 
Status CTv LA 

fA o (A 
(•A 
OO 

-3" r*. m VD r^. cn II 
o ^ LA LTV LTv II II li z 
4-J    _ cn--^ (J\ ^~~ cn^— 2 z >_ ■—^ 

oo — o —    f^ — r~~ 
1—"• —- —^ 

i- r^ i   — 1    -3" i J- •— 
O -3- o j- U-\ \D oo -n O .— CM ro 

—    II LA    II LA     II LA    II >D ^D VD +-< 
t- Z cn z cn z: cn z cn cn cri o 

Q, •~-' >— *~-^ .— '-- 

Full-time  employment ^3 7k 83 85 86 82 77 61 

Part-time  employment 6 6 3 3 it it 5 5 

Looking  for  employment 2 2 k it it 6 8 it 

Will   look for  employ- 
ment 1 1 1 1 1 1 2 1 

Have  given  up on job 
chances 2 2 1 1 1 - 1 1 

Retired kS 15 8 k 2 3 it 27 

Ful1-t ime  student - - - 2 2 it 3 1 

Total 100 100 100 100 100 100 100 100 

Less than 1%. 
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Although the percentages are small, there is a disturbing up- 

trend in the DOD survey unemployment figures each year between i960 

and 1962 so that, for officers, 5 per cent of the I96I retirees were 

looking for work and 7 per cent of the ]S62  retirees.  For enlisted men, 

the figures are k  per cent of the I960, 6 per cent of the 1961, and 8 

per cent of the 1962 cohorts.  This trend may indicate either a fairly 

slow adjustment to the job market by some retirees or slightly increasing 

difficulty in getting placed.  There has been some speculation that a 

large number of the openings in the economy for these second careers, 

especially for unlisted men, at",   in interstices of limited capacity and 

that, consequently, progressively greater difficulties can be expected 

as the number of retirees seeking employment climbs.  In a later section 

on the specific occupational patterns of employed military personnel, 

W2 will examine this question further. 

Data from both the BSSR and DOD surveys suggest that job seekers 

and job holders differ with respect to several important personal, behav- 

ioral and attitudinal dimensions.  Thus, the DOD data show there are 

variations in employment status between men who served in the various 

branches of the service (Tab); 75).  Naval and Marine Corps retirees, 

both officers and enlisted, have a higher rate of employment than Army 

[7 
If        and Air Force retirees.  The interserv ice differr.nces in employment rates 

r|        are more pronounced in the BSSP. sample of more recent retirees. Again, 

Air Force and Army men--and especially Army enlisted men--are most 

frequently in the job-seeker categories.  Twenty-five per cent of the 

Army and 21 per cent of the Air Force were unemployed, cor.ipared with 

15 Per cent of the Navy men and II per cent of the Marines (Table 76). 

:] 
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TABLE 75 

EMPLOYMENT STATUS AND BRANCH OF SERVICE (DOD SAMPLE) 
(In Percentages) 

Branch of Service 

Employment Status Total 

0 

i 
[ 

0 

0 
L 

Army Navy 
Mar ine 
Corps 

Ai r 
Force 

Of; iu^rs: (N=460) (N = 192) (N=50) (N=228) (K =930)a 

Full-time employed 75 79 76 73 75 

Part-time employed ii 5 6 5 6 

Looking for employment 7 6 4 8 7 

Will look for employment 3 3 - 2 2 

Retired 5 k 6 4 4 

Ful1-t ime student 6 3 8 8 6 

Total 100 100 100 100 100 

Enlisted Men: (N=535) (N =3k6) (N=I22) (N=540) (N= :2l43)b 

Ful1-t ime employed 73 86 85 8) 81 

Part-time employed k 3 3 6 4 

Looking for employment 14 5 6 6 8 

Will look for employment 2 1 3 2 2 

Retired 5 3 2 3 3 

Ful1-time student 2 2 1 2 2 

Total 100 100 100 100 100 

aExcludes (7) no answers. 

Excludes (18) no answers 
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TABLE  76 

SIX MONTH JOB  STATUS  AND  BRANCH OF  SERVICE   (BSSR  SAMPLE) 
(In   Percentages) 

Branch of  Service 

Job Status 

Off icers: 

Job holders 

Job seekers 

Other 

Total 

Total 

Army Navy 
Air 
Force 

Mar ine 
Corps 

(M=21l) (N=82) (N=258) (N-2ü) (N=57l) 

71 82 65 80 71 

16 6 21 10 16 

13 12 \k 10 13 

100 100 100 100 100 

Enli sted Men: 

Job holders 

Job seekers 

Other 

Total 

(N=.S50) (N=235) (N=732) 

72     83     75 

25      15     21 

3      2      k 

N=97) (N=l6lij) 

86 75 

11 21 

3 k 

100 00 100 100 100 

Perhaps these differences are due partially to the slightly 

higher educational levels in the Navy and Marine Corps.  Education and age 

are generally beiievec to be of crucial importance in their effect on 

employabiIity. We examined the relationship between educational 
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achievement of three groups of retirees: "early job holders" (those 

who had lined up a firm civilian job offer prior to retirement), 

"middle job holders" (those who found a job during the 6-8 month per- 

iod following retirement), and job seekers (those who reported them- 

selves looking for work 6-8 months after retirement).  The findings are 

summarized in Table 77. 

TABLE 77 

EDUCATIONAL LEVEL AND JOB STATUS (BSSR SAMPLE) 
(in Percentages) 

Educational Level 

Job Status 

Total 

N    % 
Early Job Middle Job Job 
Holders  Holders Seekers 

Others 

C 

I 
Ü 

Off icers 

Not high 
school graduate 29 100 35 k8 1 10 

High school graduate 65 100 ]k 55 20 11 

Some col lege 289 100 20 hS 21 \k 

Col lege graduate 188 100 38 ko 10 12 

Total 571 100 26 h5 16 13 

Enli sted Men 

Not high 
school graduate 529 100 11 62 24 3 

High school graduate 803 100 15 62 20 3 

Some col lege 264 100 19 55 19 7 

Col lege graduate 18 100 33 50 - 17 

Total 1614 100 15 61 20 4 

,.', .^ ■  ■■! urn | ; .r" 
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For officers,   the advantages  enjoyed by college graduates are most 

clear-cut:     close  to ^tO per  cent of  those with degrees were early job 

holders  compared with 26 per  cent of all  officers;   conversely, only 

10 per  cent of  the college graduates were   looking for work at  the  time 

of   the  post retirement  survey,   compared with about  20  per  cent of those 

who had not completed college.     For enlisted men,   the disadvantageous 

position of  those who do not  have a high school   diploma   is equally clear. 

In  general,   the  higher  educated  usually experienced  earlier job place- 

ment  and   less  unemployment.     Only  the small   group of  officers who were 

commissioned despite  the   lack of  a high  school   education  deviated from 

this  pattern.    As we will   show,  moreover,   education  appears  even more 

significant as  a determinant of   the  kind of job  the  retiree   is  able  to 

obtain   than of  employment  status  per  se. 

The presumed   importance of  age   in  getting  a job--arid  especially 

the  supposed disadvantages  of   the older job  seeker--is  not  clearly dem- 

onstrated  by  the  data  for   the  entire  BSSR  sample.     Although,  as was 

shown  earlier,   the men   themselves were quite  apprehensive on  this  score, 

only  the fears of   the enlisted men appear justified.     Among the enlisted 

retirees,   there are   indeed  significant  differences   in   the  unemployment 

rate by age group,  with  the older  groups at a distinct disadvantage. 

For  the officers,  however,  age was not a significant  factor   (Table 78). 

Religion and  race affect job status among enlisted men.     (The 

officer  sample   is   too homogenous   in  race and  religion  for a sensitive 

test of differences.)     Negroes  and members of other minority groups had 

relatively greater difficulty   in obtaining employment.     Thirty-three 

per cent of  the Negroes and 27  per cent of  the members of other minorities 
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TABLE 78 

—'—•—■■"--■" 

AGE AND  JOB  STATUS   (BSSR  SAMPLE) 
(In  Percentages) 

i 

1. 

Q 

[ 
[ 
[ 

Job Status 

Aae 

Under k0~k5      kS-^S     50-52  53-55 
Over 

55 

Total   100    100    100 

X    =  1.0,  5  df.,   P^-.98 

100 100 100 

Total 100 100 100 

X2 = 33.6,  5 df.,   P<.001 

100 100 100 

Total 

Officers: (N=i>7)     (N=233)   (N=l43)   (N^O)     (N=l8)      (N=1H) (N-495) 

Job  holders        87 82 79 83 83 79 81 

Job seekers 13 18 21 17 17 21 19 

100 

Enlisted Men: {H=k6])   (N=678) (N=276) (N=60) {H=k0)     {U=k2) (N=1557) 

Job holders   86     78     75    68    58     69        79 

Job seekers   1^     22     25    32    k2 31        21 

100 

Excludes (2) no answers 

b"0thers" excluded. 

(Orientals, Spanish Americans, American Indians) were still unemployed 

6-8 months after retirement, whereas only 17 per cent of the white 

Protestants and 19 per cent of the Catholics were still looking for 

work (Table 79). 

L 
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TABLE  79 

JOB STATUS,   RACE AND RELIGION   (BSSR  SAMPLE) 
(In Percentages) 

Job Status 

Race,  Rel ig ion Total3 

N % 
Job Holder Job Seeker 

Off icers 

White Protestant 29^ 100 81 19 

Catholic 104 100 81 19 

Al 1 other minor i t ies 45 100 85 15 

Total 443 100 80 20 

x    = 7.8,  2 df.,   P<.70 

Er ilis ted Men 

White Protestant 755 100 83 17 

Catholic 294 100 81 19 

Negro 82 100 67 33 

Al 1 other minor it ies 49 100 73 27 

Total 1180 100 81 19 

x2 = 13-3, 3 df., P<.01 

aExcludes  "other" and no answers on  race-religion. 

We also hypothesized  that  the number of dependents of each 

retiree might   influence job status.    Although   it   is  clear  that  the great 

majority of  these men wants   to obtain gainful  employment—for social   and 

psychological   as much as  for economic reasons--it can be assumed  that 
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the economic and social pressures for early employment increase with the 

number of dependents.  The data confirm this hypothesis: as the number 

of dependents increases, the likelihood of being a job holder also in- 

creases.  (However, as will be shown, it is by no means clear that the 

pressures are primarily financial; they are r.ore likely to be of a socio- 

psychological order.)  Among the officers with fewer than three dependents, 

7^ per cent of the men were employed; of those with 3-^ dependents, 

80 per cent were working; and of those with five or more dependents, 

91 per cent were job holders.  Among the enlisted men, the situation is 

the same; of the small group of enlisted men with no dependents, only 

about half were employed (Table SO). 

In addition to some of these demographic characteristics, early 

planning appears to play an important part in differentiating job 

seekers and job holders.  This was especially true of the early job 

holders, over half of whom had begun their job hunting at least six 

months prior to retirement (Table 81).  Looking at the entire group of 

postretirement job holders and job seekers, it can be seen that the 

main difference is between planners and non-planners, with non-planners 

more likely to be job seekers six months after retirement (Table 82). 

In addition to the "standard" demographic and behavioral char- 

acteristics, we sought to establish some relationship between placement 

success and constellations of personal and attitudinal variables believed 

to be especially cogent for a group of men making the transition to the 

civilian labor force after 20 or more years in the military establishment 

characterized by hierarchical organization and stability. A variety of 

indices were constructed, using selected items from the preretirement 

questionnaires, to see if personal and attitudinal factors would 

~~.'-,l:.l**£ 
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TABLE 80 

NUMBER OF DEPENDENTS AND JOB STATUS (BSSR SAMPLE) 
(In Percentages) 

■ 1 

It 

, 

i 

■ 

Number 
of Dependents 

Total 
N    % 

Off icers: 

None 

1 - 2 

3 - k 

5 or more 

Total 

„2 

2 100 

119 100 

252 100 

115 100 

k8Q     100 

17.3, 3 df., P<.001 

Enli sted Men; 

None 

1 - 2 

3 - k 

5 or more 

I 
Total 

55 100 

k82 100 

67^* 100 

291 100 

1502 100 

X = 28.4, 3 df., P <.001 

"Others" excluded. 

Job Status 

Job Holders  Job Seekers 

395) (N=93) 

- 100 

7^ 26 

80 20 

91 9 

81 

79 

aNo answers and "others" excluded, 

b, 

19 

(N=II86) (N=316) 

58 k2 

7k 26 

8k 16 

81 19 

21 

«twwwa^ejn w 'a« fawwwrti 
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TABLE 81 

FIRST SYSTEMATIC ATTEMPT TO  LOCATE  POSTRETIREMENT JOB 
BY  EARLY JOB  HOLDERS   (BSSR  SAMPLE) 

(In  Percentages) 

Time of Attempt 
to Locate Job 

Early Job Holder.ia 

Officers        ousted 

Less   than  2 months  prior 
to  retirement 

2-k months  prior   to  retirement 

k-6 months  prior   to  retirement 

6-12 months   prior   to  retirement 

1-2 years  prior   to retirement 

More  than  2  years  prior 
to  retirement 

No answer 

Total 

Total 
(N«465) 

k 9 7 

16 21 >9 

24 22 23 

30 22 25 

17 9 12 

7 13 11 

2 k 3 

100 100 100 

aPreretirement job holders. 

""-"'jy***^ 
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TABLE  82 

FIRST MADE  SPECIFIC  PLANS  FOR  RETIREMENT3 AND JOB STATUS   (BSSR  SAMPLE) 
(In  Percentages) 

Job Status 
Time 

of Specific  Plans 
Job Holders  Job Seekers Other 

Officers: 

Have not made any 
definite plans 

3 months ago or less 
6-7 months ago 
8-10 months ago 
1 year ago 
2 years ago 
3-^ years ago 
5 years ago or more 
Have always been 

piann ing it 
No answer 

Total 

(N=40i+)   (N=93)   (N=7it) 

26 41 23 
8 7 3 

15 17 5 
6 3 k 

12 \k 10 
10 5 11 
9 8 15 
8 k 19 

5 1 10 
1 - - 

100 100 100 

Enlis ted Men : 

Have not made any 
definite plans 

3 months ago or less 
6-7 months ago or less 
8-10 month; ago or less 
1 year ago 
2 years ago 
3-^ years ago 
5 years ago or more 
Have always been 

planning it 
No answer 

Total 

(N=1223)  (N=334)   (N=57) 

36 53 37 
9 8 5 

15 8 7 
k 3 7 

11 7 12 
8 5 k 
5 5 16 
5 3 4 

6 6 7 
1 2 1 

100 100 100 

Total 

(N=57l) 

28 
7 

]k 

5 
12 

9 
10 

9 

5 

100 

(N=l6l'f) 

39 
9 

13 
4 
10 

7 
6 

5 

6 
1 

100 

When did you first begin to make some specific plans about what 
you would do after retirement? 



k 

i   11 
1.3 

I 

L 

L 

-122- 

discriminate between the successful and the non-successful job seekers, 

and perhaps to give some clue as to what factors are moro important than 

others in obtaining employment. A total of six indices will be examined 

here. 

The first index was to sum the objective qualifications which 

the retiree brought to the job search. This "capability index" was 

based on responses to the following questionnarie items: 

1. rank for pay purposes when retired; 

2. service as an officer; 

3. rated ski 11 area; 

k.     educational level. 

Job holders and job seekers were compared according to their 

scores on the index.  Scores ranged from 6-29 for officers and, for 

enlisted men, from 3-22, a somewhat lower range. 

For officers, through much of the range of scores, there were 

no great differences in per cent employed.  The best qualified were the 

most likely to be employed, but the reverse was not true:  unemployment 

was relatively higher among those with scores at the middle level.  For 

officers, the differences between job holders and job seekers are small 

through the lower and middle range of scores, but in the upper range of 

greatest capability, the difference between job holders and job seekers 

was almost twice as great--38 per cent and 20 per cent respectively 

(Table 83). 

For each index, items were selected which were believed to 
reflect the characteristic to be measured. An appropriate scoring pro- 
cedure was then established for each index, and the relationship of 
each item to the over-all index was tested by correlation analysis. 
Only items with correlation coefficients exceeding .5 were retained in 
the index. 



Job Status 

-123- 

TABLE 83 

"CAPABILITY" INDEX (BSSR SAMPLE) 
(in Percentages) 

Total 
N    % 

Scale Scores 

2-5  6-10 11-15 16-20 21-25  26-29 

Off leers 

Job holders   ^04  100 

Job seekers    93  100 

Total3   U97  100 

x2 = 30.6, k  df. , P<.00l 

k 13 ^5 32 6 

1 15 6k 16 k 

k 13 k8 29 6 

Enlis ted Men 

Job holders   1223  100 2 

Job seekers   33^  100 5 

Total3  1557  100 3 

x2 = 18.2, if df., P<:OI 

28 60    10 

32    56    7 

29 59    9 

"Less than 1%. 

a 
"Others" excluded. 

One might guess that this might be due to a discrepancy between 

these men's expectations and their actual qualifications.  This is not 

borne out by our second index, however, which is ccTiposed of items dealing 

with plans and expectations for life after retirement.  This index is 

considered to be a measure of aspiration.  High scores were given for 

1 
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the positive answers on the following preretirement questionnaire items: 

1. plans for educational or technical training; 

2. plans to obtain a degree; 

3. expectation of higher total fomily income in the future 

compared with the last year of active duty; 

k.     expectation of greater life satisfaction during the next 

5 years compared with the last 5 years. 

Among both officers and enlisted men, differences in level of 

aspiration, as measured by these items, are significant when analyzed 

by job status.  Job holders have proportionately higher aspirations 

than job seekers.  Thus, discrepancies between expectations and qualifi- 

cations do not appear to be the usual source of employment difficulty. 

Among officers, job holders exhibited higher levels of aspiration more 

frequently than did job seekers.  With  possible range from 3 to \k, 

Gk  per c^nt of the job holders, compared with kG  per cent of the job 

seekers, scored above 9iand 18 per cent of the job holders were in the 

highest bracket of aspiration scores, compared with only 10 per cent 

of the job seekers (Table Qk). 

Among enlisted men, the aspirations of job seekers begin to diverge 

from those of the job holders at an even lower point--the 8-9 level. 

Furthermore, as aspiration increased (except at the very top level) 

the proportion of job holders in each level increased.  The differences 

are highly significant, especially for enlisted men. 

A '.hird index, "financial need," was constructed to determine if 

lack of financial resources was an effective incentive to job holding. 

We thought that retirees who expected their financial resources to be 

I.^JHWIUI •' 
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TA8LE  8k 

'ASPIRATION"   INDEX   (BSSR  SAMPLE) 
(In   Percentages) 

Scale Scores 

Job Status 
Tot 
N 

al 
% 

3-5 6-7 8-9 10-11 12-14 

Off leers 

Job holders kck 100 1 8 27 kS 18 

Job seekers 93 100 3 15 36 36 10 

Total3 k37 100 2 9 28 i+i+ 17 

*    = 15.5, k  df., P<:01 

Enl isted Men 

Job holders 1223 100 1 10 33 47 9 

Job seekers 33^ 100 2 18 32 38 10 

Total3 1557 100 1 12 32 46 9 

x^ = 19.8, 4 df., P<;001 

a"0thers" excluded. 

relatively low at retirement time might feel the greatest need for 

immediate employment and hence would be more likely to be job holders 

six months after retirement.  This index included the following from the 

preret i remrn»- questionnaire: 

1. monthly retirement pay; 

2. ownership of current house; 

• 
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3.  plans to own a house when retired; 

k.      income source other than earnings and retirement pay when 

ret i red. 

Higher pay, actual or prospective home ownership, and "other" income were 

the indicators of affluence. 

The data suggest that "financial need" is not a major determinant 

of employment.  Instead, job holders tended to De better off than job 

seekers in terms of their actual resources following retirement. Among 

the officers, a greater proportion of job seekers than job holders had 

scores at the lower point of the index corresponding with greater 

financial need (Table 85).  Fifty-nine per cent of the job holders could 

be classified in the upper range of the index compared with only 31 per 

cent of the job seekers. 

Among the enlisted men, the findings are essentially the same: 

the differences in the financial status of job holders and job seekers 

are highly significant. 

It is interesting to relate these findings to the earlier 

discussion about dependents:  a large number of dependents is associated 

with job holding, whereas "financial need"  is not.  Thus, it would be 

an oversimpl icification to equate the greater job-holding pressure which 

the behavior of men with several dependents seems to reflect wifH simple 

financial pressure.  It is more likely that large families seek to 

normalize their situation as early as possible to enable successful 

integration into the civilian community so as to be able to enroll 

children in schools, select or maintain an appropriate home, and assure 

continuation of a satisfactory living standard.  (Home ownership is. 

=K*w*=Kr?~* 
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TABLE 85 

'FINANCIAL NEED" INDEX (BSSR SAMPLE) 
(In Percentages) 

Scale Scores 

Total 
N    % 

3-5   6-8   9-11   12-14   15-20 

Officers 

Job holders kok 100 2 lit 25 ke 13 

Job seekers 93 100 9 35 25 26 5 

Total6 ^97 100 5 18 25 41 11 

x = 33.7, /l df.( P<001 

Enlis ted Men 

Job holders 1223 100 5 18 16 44 17 

Job seekers 334 100 9 24 28 31 8 

Total3 
1557 100 6 13 19 41 15 

x^ = 49.2, 4 df., P-C001 

a"0thers" excluded. 

■ 

indeed, a financial asset, but it is also a "pressure" in the sense 

that mortgage payments must be met.) Fon who are financially less secure 

may have fewer family responsibilities to begin with, or are perhaps less 

deeply committed to the maintenance of a given life style.  And, of 

course, being able to land a job would be correlated to some extent with 

past financial success. 
■ 
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The fourth index, based on items in the preretirement questionnaire, 

is called the "squared-away" index.  It reflects the permanency of the 

retirement residence through the following items: 

1. plans to settle permanently in the postretirement location; 

2, expectation to live in the same place 3 to 5 years after 

retirement. 

As expected, retirees with plans to settle permanently are the 

most eager and successful job hunters. Among officers, it is more common 

for job holders than iob seekers to have planned for permanent residence 

while still in military service.  Thirty-five per cent of the job holders 

compared with 15 per cent of the job seekers planned to live in the 

same place for at leai-t three years after retirement (Table 86). 

TABLE 86 

"SQUARED-AWAY" INDEX (BSSR SAMPLE) 
(In Percentages) 

Job Status 
Total 

N   % 

Scale Scores 

Officers 

Job holders    kQk 100 

Job seekers    93 00 

Total3   hS7 100 

X2 = 22.9, k  df , P<.001 

2k 13 27 

3^ 13 38 

26 12 30 

35 

15 

31 

Enli stcd Men 

Job holders 1223 100 21 12 36 

Job ^cr^e- s 33^ 100 26 15 34 

Total3 
1557 100 22 '3 35 

30 

24 

29 

X^ = 10.0, k df., P <.05 

"Others'1 excluded, 
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n 
ti Among enlisted men, the differences are also significant, with 

job holders slightly more inclined toward permanent settlement than job 

seekers.  From a different analytical view, of those who expected to live 

in the süme place 3 to 5 years, and also planned to settle permanently 

(an index score of 6, with a possible range from 2 to 6), 82 per cent 

»A were job holders compared with 18 per cent who were job seekers.  There 

'i is no doubt that a preretirement decision to reside  in a given place 
J 

plays an important part in the occupational adjustment picture. 

A fifth index, based on the preretirement questionnaire (including 

the responses of men who planned to seek work following retirement, thus 

i ** excluding the "early job holders") is designed as a measure of self- 

confidence (Table 87). It was hypothesized that high self-confidence 

was positively associated with successful job seeking. The following 

items were included: 

1. expected annual salary in first job after retirement; 

2. expected time needed to locate a suitable job; 

3. expected ease of finding a job equal to present job; 

k.     qualifications for kind of work sought as compared with 

civilians doing the same king of work; 

5.  expected income relative to income of last year on active 

it dwty. 

The index did not differentiate sharply between job seekers and 

job holders, especially in the case of officers. Among enlisted men, 

there were some differences in the direction of greater self-confidence 

. among job holders but, although statistically sifnificant, they were not 

ka great.  It is noteworthy that objective indexes of employabi1ity predict 

difficulties in the job market for officers far better than do self-assessments, 

'■ 

wTamHt^cwrmirreyfyTtfBi^ 
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TABLE  87 

"SELF-CONFIDENCE" INDEX (EARLY JOB SEEKERS) (BSSR SAMPLE) 

(In Percentages) 

Scale Scores 

i 

Q 

r 

[ 
i 
0 

r 

[ 

L 

Job Status 
Total 

N     % 

5-9  10-12 13-15 16-18 19-21 22-25 

Off icers 

Job holders 226 100 3 25 3h 26 9 3 

Job soakers 8k 100 9 18 28 30 13 2 

Total3 310 100 5 23 33 27 10 2 

X^ = 9.3, 5 df., P<.10 

Enl isted Men 

Job holders 895 100 1 17 ko 30 10 2 

Job seekers 286 100 it 26 38 25 6 1 

Total3 1181 100 2 19 39 29 9 2 

X2 = 22 o, 5 df. P <. 001 

a"0thers" excluded. 

A final index was based on postretirement behavior and 

attitudes, as reported in the postretirement questionnaire.  Its 

purpose was to determine the relationship between attachment to 

military life and institutions, and job status.  The question posed 

was:  does dependence on the military establishment or identification 

with military life after service hinder or aid the adjustment to 

civilian employment? 
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The degree of continued dependence on the military was 

measured by the following items: 

1. availdijliity of nearby military medical facilities; 

2. availability of other nearby military facilities; 

3. desire to return to active duty if policies permitted this, 

As shown in Table 88, among the officers, there is a slight 

tendency for job holders to be more independent of the military than 

job seekers. Among the enlisted men, there are hardly any differences 

in the proportions at each index level.  The evidence suggests a very 

weak relationship between job status and dependence on the military. 

It is difficult to judge the relative importance of each of 

the factors discussed here without much more elaborate statistical 

analyses.  The available data show family status (having a large num- 

ber of dependents) and financial security (havinq a relatively high 

degree of financial security) as the items most positively associated 

with postretirement employment for both officers and enlisted men. 

For enlisted men, demographic variables, particularly race and age, 

play an important part.  For officers, behavioral and attitudinal 

fT-.tors-'-in particular, a decision to settle permanently in a given 

community--seem to be more crucial.  The disparate findings for 

enlisted men and officers suggest the great importance of a man's 

successful total social adaptation when he seeks to establish himself 

in a new career and to make his way in an administrative, managerial 

or professional occupation. 

y 

D 
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TABLE 88 

DEPENDENCE ON THE MILITARY (BSSR SAMPLE) 
(In Percentages) 

Job Status 
Total 

Scale Scores 

Off leers 

Job holders 

Job seekers 

Totala 

itOU  100 

93  100 

^97   99l: 

X = 18.1, 7 df., P ^.02 

7  8-9 

17 3 34 5 20 6 12 

28 h 37 3 24 2 2 

19 3 34 4 21 5 10 

! 

i," 

Enl is ted Men 

Job holders 

Job seekers 

1223 

334 

100 

100 

16 

23 

3 

3 

35 

29 

5 

6 

22 

22 

4 

3 

14 

10 

4 

4 

c Total3 

X2 = 15.1 

1557 

, 7 df., 

100 

P <r.05 

17 3 32 5 22 4 13 4 

r- 
a"0thers" excluded. 

Does not add to 100% because of rounding. 

There is additional evidence to support this thesis.  In the D0D 

questionnaire we used, as one measure of maintaining military ties, a 

question about use of military base facilities by retired officers and 

enlisted men.  Presumably, in addition to the practical, financial 

advantages of using them, frequent contacts with these facilities afford 

opportunities for socialization with other military people and continuing 
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identification with some aspects of military life.  Yet the concen- 

tration of mi I i tary ret i rees in commun it ies near I arge mi Ii tary 

installations where good medical, shopping and recreational facilities 

are available, probably tends to aggravate job placement problems for 

these men. 

Officers and enlisted men who used bases and facilities most 

frequently (and might therefore be presumed to have retained a 

stronger military commitment or identification) were not at a dis- 

advantage during the military/civilian transfer but, on the contrary, 

by every one of our measures, they did better than nonusers.  They 

held full-time jobs more often, they had less trouble finding jobs 

and they made more money (Tables 89, 90, and 9l)--all, clear indi- 

cators of continuity.  Watson ^ reported similar findings in his 

study of social integration and identification of Air Force retirees 

with civilian and military communities.  Men who appear to have 

adjusted successfully to the military environment, and to the social 

commitments that are a part of it, most readily adjusted to the new 

civilian environment and were rapidly integrated into the social and 

community activities of their new environment; men whose military 

adjustment was less problem-free also displayed greater difficulties 

after retirement.  To oversimplify Watson's findings and our own, the 

characteristics often identified as conducive to adaptation to the 

American corporate/bureaucratic structure; such as possession of formal 

educational credentials, participation in community affairs, value 

emphasis on living in a congenial community, strong family tics and 

commitment to work goals, are rewarded in both the military and the 

civil ian world. 

' John H. Watson, A Study of Social and Occupational Adjustment 
in Relation to Civilian and Military Identification of United States Air 
Force Retired Officers. Doctoral dissertation. (State College, 
Mississippi, 1963) 183 pp. 

, 
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TABLE 89 

USE OF  BASE  FACILITIES AND  EMPLOYMENT  STATUS   (DOD  SAMPLE) 
(In  Percentages) 

(Q.uestion:     Do you use   the  facilities  of  a military 
installation or  ba5e--nied i cal ,   post  exchange, 

commissary,   etc.?) 

Yes: No: 

Uses Facilities  Uses Facilities Does Not Use 
Often        Sometimes 

Officers 

Employed  ful1 -1 ime 

Employed  part-time 

Fully  retired  or  disability 

Active  seeker 

Look soon 

Attending school 

Given up 

Total 

(N=669) (N=269) (N=66) 

7^ 76 66 

k 6 10 

5 k 6 

8 6 9 

2 3 - 

6 5 6 

1 
-,v 

3 

100 

Enl is ted Men: (N=lit03) 

Employed ful l-t ime 82 

Employed parf-time h 

Fully ret i red or disab i ity    3 

Active seeker 7 

Look soon 1 

Attending school 3 

Given up _ 

Total 100 

100 

(N=57l) 

77 

5 

3 

8 

2 

3 

2 

100 

100 

(N=265) 

71 

5 

7 

9 

3 

3 

2 

100 

"Less than 1%, 
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TABLE 90 

USE OF BASE FACILITIES AND EARNINGS IN 1963 (DOO SAMPLE) 
(In Percentages) 

(Question:  Do you use the facilities of a military 
installation or base--medica 1 , post exchange, 

commissary, etc.?) 

Yes: No: 

Uses  Facilities     Uses  Facilities     Does   Not  Use 
Often Sometimes 

Officers: (N=552) (N=235) (N=52) 

0 None 
Under $2,000 
$2,000-4,000 
$4,000-6,000 
$6,000-8,000 
$8,000-10,000 
$10,000-12,000 
$12,000+ 

To ta 1 

4 
4 
14 
29 
21 

15 
6 

7 

2 

7 
13 
24 
20 

13 
7 

14 

4 
10 

27 
33 
11 

6 

9 

i. 

1U0 100 100 

\ 
Median Earnings $5,420 $6,383 $4,647 

Enl is ted Men : (N=I242) (N=49l) (N=219) 

None 
Under $2,000 
$2,000-4,000 
$4,000-6,000 
$6,000-8,000 
$8,000-10,000 
$10,000-12,000 
$12,000+ 

Total 

3 
7 

26 
40 
18 
4 
1 
1 

5 
9 

27 
36 
16 

5 
I 
1 

9 
10 
33 
32 
10 
4 
1 
1 

L 100 100 100 

; 
Median Earnings $4,718 $4,517 $3,863 

■ 

1 

- 

i 
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TABLE  91 

USE  OF  BASE  FACILITIES  AND  DIFFICULTIES 
OF  SECURING  FIRST CIVILIAN JOB 

(DOD  SAMPLE) 
 (In  Percentages)  

Yes: No: 

0 

Ö 

i: 

G 

C 

[ 

Uses  Facilities     Uses  Facilities     Does   Not  Use 
Often Sometimes 

Off leers: (N=562) (N=232) (N=52) 

No great diff iculty 53 62 48 

Some diff iculty 26 18 lit 

Great di ff iculty 12 10 23 

Did not seek employment 9 10 15 

Total 100 100 100 

Enlis ted Men: (N=1270) (N=it99) (N=212) 

No great diff iculty 57 56 48 

Some d i ff iculty 2k 20 23 

Great d iff iculty 13 15 18 

Did not seek employment 6 9 11 

Total 100 100 100 

i: 

t. 



-137- 

3.  Job-holders.--A varied pattern of adjustment to civilian 

employment emerges for the retired men in the BSSR and DOD surveys 

who were employed. The measures of adjustment obtained included data 

on types of employers and jobs, transfer of military skills, income 

and stability on the job. 

a)  Type of employer.--Prior to retirement, the men who partici- 

pated in the BSSR survey expressed a strong interest in government 

employment; enlisted personnel gave the federal government a two to 

one preference over any other type of employer, whereas officers expressed 

equal preferences for business and government employment (Table 64). 

Actually, among job holders, the proportion of government employees was 

the same for officers and enlisted men (Table 32),   and it was smaller 

than the proportion who would have liked to find government employment 

(11 per cent of the officers and 15 per cent of the enlisted men).  In 

the case of officers, this is partly due to dual employment, dual com- 

pensation and conflict of interest regulations.  More important may 

be the long delays many applicants encounter in the government hiring 

process, leading some to accept other work initially.  Over time, the 

number of retired military men who work for government agencies 

apparently increases. When the DOD sample is compared with the BSSR 

cohort, there seems to be a shift away from business employment and 

toward the federal government.  The proportion of retirees working for 

the federal government wa-    per cent for the officers and 26 per cent 

for enlisted men, while the proportion working for businesses had 

declined to k8  per cent (Table 93). 
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TABLE 92 

TYPE OF EMPLOYER AMONG JOB HOLDERS (BSSR SAMPLE) 
(In Percentages) 

Job Holders 

. .   _  ' Total 
Type of Employer „, ,     >■, K Officers  Enlisted Men  (N=1575)a 

(N=397)   (N=I178) 

Large business (over 1000 employees) 28 

Medium business (50-1000 employees) 12 

Small business (fewer than 50 emp loyees) 2^ 

Educational institution 11 

Medical institution 2 

Federal government It 

State/local government 7 

All other (including nonprofit) 5 

2k 25 

19 17 

26 26 

4 6 

k 3 

15 1*4 

6 6 

2 3 

Total 100        100        100 

aExcludes (51) class unknown and no answers. 
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TABLE  93 

TYPE  OF  EMPLOYER   (DOD SAMPLE) 
(In   Percentages) 

Type  of   Employer 

Job  Holders 

Officers    Enlisted Men 
(N=830) (N=I900) 

Total a 
(N=2730)a 

Self-employed 10 

Large business (over 2500 employees) 23 

Medium business (50 - 2500 employees) 13 

Small business (fewer than 50 employees)  11 

Educational institution 9 

Medical institution 1 

Federal government 20 

State/local government 8 

All other (including nonprofit) 5 

8 9 

18 19 

16 15 

]k \k 

3 5 

2 1 

26 2k 

8 8 

5 5 

Total 100 100 100 

aExludes (14) No answers. 

Table 9'+ gives a detailed breakdown of the types of employers for 

whom the May 196^ retirees were working 6 months after their retirement. 

There is no decided concentration in any one sector although substantial 

numbers of officers are found in the insurance and real estate businesses 

(19 per cent). For enlisted men, the feder^i government (primarily the 

Defense and Post Office Departments) ranks high. What is most interesting 

is the wide scattering of these men throughout the civilien economy, as 

shown in Tables 92, 93 and Sk.     The dominant pattern especially for 

enlisted men, is in medium and small business establishments in a variety 

of plants and retail stores. 
I 
-4— 
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TABLE 9^ 

TYPE OF  EMPLOYER—DETAIL   (BSSR  SAMPLE) 
(In  Percentc'iges) 

Type of  Employer 

Government 

Department of  Defense 
Post Office  Department 
Other Federal   government 
State government 
Local  government 

Job Holders 

Officers  Enlisted Men 

(N=399) (N=1196) 

18 20 

Total 

(N-I595)a 

8 8 8 
2 5 5 
T 2 2 

2 3 
2 3 3 

20 

r Inst i tut ional 13 II 12 

r 
I: 
1 

Educational 10 it 6 
Medical 2 5 4 
Other   (including nonprofit) 1 2 2 

F inane.ial 

Insurance/real estate 
Banking and other financial 

19 

23 

6 
2 

9 
2 

11 

1 

Manufacturing 

Aerospace,  electronic 
All  other manufacturing 

11 
6 

12 

7 
13 

20 

8 
12 

20 

i 

Retail  Stores 12 20 1Z 
Retail   (durable  goods) 
Repair and service 
Food and   Iiquor 
Restaurant 
Auto agency,   garage,   service 

Transportation and  communication 

4 
3 
I 
1 
3 

k 

6 
3 
3 
2 
6 

6 

5 
3 
2 
2 
5 

6 

j Engineering and  construction k 6 6 

Detective jger.cies 1 3 2^ 

Al 1   others 

Total 

8 6 6 

L 
100 100 100 

aExcludcs   (j2)   unknown. 
T—>-■      • 
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Educational level again accounts for the sharpest differences 

in employment (Table 95). 

TABLE 95 

EDUCATIONAL LEVEL AND TYPE OF EMPLOYER (BSSR SAMPLE) 

(In Percentages) 

Educat ional Level 

Type of Employer Not High High 
Total 

School School S ome Col lege 
Graduate Graduate Co 1 lege Graduate 

Officers: (N=2i0 (N=42) (N = 184) (N=1U6) (N=396) 

Large bus iness0 17 26 27 33 28 
Medium bus iness° 25 lit ]k 8 12 
Smal 1 bus iness*3 25 37 31 12 2l4 
Educational institution - 2 4 2k 11 
Medical institution k 5 1 2 2 
Federal government 17 12 11 9 11 
State/local government 12 2 8 5 7 
Al 1 other (includ ing - 2 k 7 5 

nonprof i t) 

Tutal 100 100 100 100 100 

Enl is ted Men: 

Large bus iness 
Medium bus iness 
Smal1 bus iness 
Educational institution 
Medical institution 
Federal government 
State/local government 
Al 1 other (includ ing 

nonprof i t) 

Total 

(N=368) (N=605)  (N=I9))  (N=l4)  (fMl78) 

21 26 26 22 28 
23 18 16 - 12 
32 23 23 lit 2it 
k k 3 22 11 
h h k 7 2 

11 16 18 35 11 
k 6 9 7 
1 3 1 - 5 

100 100 100 100 

aExcludes (53) unknown. 

bSee Table 92, page I38. 

100 
■ 

. 
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Among officers who are college graduates, over half work 

either for large business establishments or for the federal government. 

Government employment is relatively more frequent than business among 

these with fewer years of education.  For enlisted men the opposite 

holds true: government employment is more frequently reported by those 

who have more than a high school education.  These findings suggest 

that the wel !-ec'ur.aced officer (usually also of a high rank) can choose 

between des i rable alternat ives (including affiliationwith educat ional 

institutions which is desired by many, but for which few have the 

necessary qualifications).  For the enlisted man who has gone beyond 

high school, the opportunities are more often in government, rather 

than in the business or educational sectors where his former rank may 

be a handicap. 

Education differences, as well as the skill requirements of various 

occupations, account for the obvious differences in the kinds of jobs 

retirees took with various types of employers.  This is shown in Table 96, 

which is based on the DOD data. While most of the findings are in 

the expected direction, some merit special comment. 

A high proportion of the officers in the federal government 

are doing clerical or technical rather than administrative or profes- 

sional work--no doubt, a reflection of the selection of federal employment 

by those less well qualified educationally.  One fourth of the officers 

working as salesmen are self-employed--these no doubt, are predominantly 

men working on commission as are those who regard themselves as employees 

of real estate, insurance, or financial agencies.  Those engaged in 

managerial-administrative work—the largest single category-'-are more 

likely to be found in large business establishments (Table 96). 
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Enlisted men working   in  federal   agencies  frequently  hold clerical 

and   technical   positions;  whereas   in  state and   local   agencies,   they are 

much more   likely  to be working   in  protective  services  as   policemen and 

guards.     When  enlisted men work as   salesmen   (and  quite  a  few of   them do), 

it   is  often  for  small   business  establishments,   particularly   retail   stores. 

Compared with officers  doing  sales  work,   they are   less  often  self- 

employed or  connected with   large manufacturing,   real   estate  or   insurance 

establishments   (Table 96). 

b)     Type of   job.--Officers  as  well   as  enlisted men  find work 

in  a wide  variety of  fields   (Tables  97 and 98).     The  diversity of jobs 

attests   the  broad  range of  "transferable skills"   (or  perhaps,  more 

realistically,   the generalized  skill   structure)  which  characterizes 

the military  establishment.     Yet  certain  areas of  concentration  stand 

out.     And   these,  as we will   show,   are  closely  related   to  specific 

military  career  patterns. 

Among  the men   in   the  BSSR  sample,   29 per  cent  of   the officers 

held  business  and managerial   jobs,   2h  per  cent  had  professional  jobs 

and  another  2k  per  cent were  salesmen.    Among  the  enlisted men  29 per 

cent  were  doing  skilled or  semiskilled work,  23  per  cent were   in  service- 

type jobs,   and   16 per  cent were   in  clerical  jobs   (Table  97)- 

Among earlier  retirees   represented   in  the  DOD  sample,   31   per 

cent  of   the officers were   in  businesses  other  than  sales,   23  per cent 

in  professional  jobs,   and only   ]k  per  cent   in  sales  work  (Table 98). 

Among  the  DOD  enlisted men,   the   largest  group   (36 per  cent)   were service 

workers  and  only 22  per  cent were   in  skilled and  semiskille') occupations. 

When  data  from  the  surveys  are  compared  there appears   to be  a   tendency 

for officers  as well   as  enlisted men   to accept sales  or  clerical  jobs 

initially upon  retirement,  but   to shift gradually  to other  fields.    Highly 

competitive  sales jobs,  with  remuneration  depending  only  on  commissions, 

are often  easy  to get,   but many men  find   it  quite  difficult   to make a 
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TABLE 97 

TYPE OF CIVILIAN JOB HELD SIX MONTHS AFTER RETIREMENT 
BY JOB HOLDERS (BSSR SAMPLE) 

(In Percentages) 

Type of Job 

Job Holders 

Officers  Enlisted Men 
(N=404)    (N=1223) 

Total 
(N=1627) 

I 

[ 
i 

L 

0 

Ö 

D 

n 

Professional 
Business and managerial 
Techn ical 

Sales 
Cler ical 
Skilled and semiskilled 
Service and other 
No answer 

Total 

2k 3 
29 11 
6 7 

m 10 
7 16 

18 ••9 
k 23 
1 -" 

100 100 

8 

16 

7 
13 
\k 
23 
18 

100 

Less than 1%. 

TABLE 98 

TYPE OF CIVILIAN JOB HELD AFTER RETIREMENT BY JOB HOLDERS (D0D SAMPLE) 
(In Percentages) 

Job Hold ers 

Total 
(N=26MOa 

Type of Job 

Off icers En 1 'sted Men 
(N =779) (N=1865) 

Profess ional 23 5 10 
Business and managerial 31 11 17 
Technical 8 13 11 
Sales 14 7 9 
Clerical 3 6 5 
Skilled and semiskilled 3 22 16 
Service and other 18 36 32 

Total 100 100 100 

Excludes (100) no answers. 
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sufficient income in this kind of work.  Some evidence of this was supplied 

by the participants in the BSSR "intensive job-seeker" survey. 

Rank at retirement and educational level differentiate men 

in various categories of civilian employment (Tables 99, 100 and 101). 

Age bears little relationship to the type of job held.  Among officers, 

the degree holders are much more likely to work as professionals, and 

much less frequently in sales or clerical positions.  The men who have 

some college, but no degree, have a profile quite similar to those who 

have no more than a high school diploma.  This finding is consistent in 

this survey:  for officers, the college degree is crucial in qualifying 

men for professional and upper-level business jobs; the job value of 

courses not part of a degree program is apparently minimal (Table 100). 

More over, it confirms the finding of earlier studies dealing with 

officers.  Ceilings, making recommendations to his fellow officers about 

to retire, stressed that for men who had some coMege work but no degree, 

16 
the completion of a degree program was a crucial investment. 

Among enlisted men, the comparable dividing line is the high 

school diploma.  High school graduates are likely to find white- 

collar work; those who do not have a high-school diploma are much more 

likely to be employed as skilled workers or in service jobs.  College 

courses, however, make a greater marginal contribution to occupational 

upgrading for enlisted men than for officers.  Enlisted men who have 

done some college work are more likely to find employment in technical, 

sales and clerical work than those who have no more than a high school 

d i pIoma. 

D 
16 Lt. Col. Kent J. Col lings, "Should a Retiree Return to 

School," The Retired Officer May-June (964. 

B 
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TABLE 99 

AGE AND OCCUPATION OF JOB HOLDERS (DOD SAMPLE) 
(In Percentages) 

Age 

Occupat ion 

35-^0 41-46 47-52 

Officers: (N=34)   (N=478)  (N=267) 

Profess ional 
Business and managerial 
Other business 
Sales 
Clerical 
Techn ical 
Skilled and semiskilled 
Protective and other service 
Other 

39 
9 
16 

17 

9 
17 

19 
20 
1 1 

15 
3 
9 
3 
7 

13 

28 

19 
13 
12 

5 
5 
3 
5 
10 

Total 100 100 100 

Enlis ted Men: (N=^40)   (N=1159)  (N=266) 

Professional 6 
Business and managerial 5 
Other business 7 
Sales 8 
Clerical 4 
Technical 14 
Skilled and semiskilled 24 
Protective and other service  17 
Other 15 

k 
5 
7 
7 
6 

13 
21 
18 

19 

3 
3 
5 
5 

11 

7 
19 
27 
19 

Total 

Total 

(N=779)a 

22 

20 
12 
14 

3 
8 
3 
6 

12 

100 

(N=l865)b 

5 
5 
6 

7 
6 
12 
22 

19 
18 

100 100 100 100 

G 

L 

aExcludes (34) No answers. 

^Excludes (46) No answers. 
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TABLE 100 

POSTRETIREMEN! JOB AND EDUCATION OF JOB HOLDERS (BSSR SAMPLE) 
(In Percentages) 

Educat ional Level 

Pos tretirement Job 
Not High  High 
School  School   Some   College 

Graduate Graduate College Graduate 

Total 

I Officers: (N=24) (M^5) (N=187) (N = 1^7) {H=k0l)a 

m 
Profess ional k h 13 k8 2k 

m Business and managerial 21 2k 30 29 29 I Techn ical 17 k 6 3 6 
Sales 21 31 30 15 2k 

" 

Cler ical 12 13 11 I 1 
Skilled and semiskilled 12 11 5 - 5 

£ Service and other 8 7 4 3 k 
No answer k h - 1 1 

| 
i.Ä h b b 

Total 101 98 99 100 100 

■ 

Enl isted Men (N=390)  (N=622)  (N=196)  (N=15)   (N=1223) 

Profess ional - k 6 Ik 3 
Business and managerial 9 11 16 Ik 11 
Technical 3 9 11 - 7 
Sales 6 11 15 13 10 
Clerical 11 17 22 13 16 
Skilled and semiskilled 38 27 17 7 29 
Service and other 33 21 13 - 23 
No answer 1 - - - I 

Total 101b 100 100 100 100 

aExcludes (1) unknown. 

b 
Percentages do not add to 100 because of rounding. 

;■ 
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Rank and education are highly correlated.  Higher ranking 

officers are most likely to be college graduates.  This explains the 

concentration of retirees in professional occupations (engineers, 

teachers, and doctors) among the top ranked officers.  High-ranking 

officers also are much more likely than O-B's or O-^'s to find jobs 

as business executives (Table 101). Among enlisted men, rank and 

education operate in strictly parallel fashion:  the men in the lower 

grades (those retired at the E-5 or E-6 levels) are much more likely 

to end up in service occupations than their higher-ranked fellow 

servicemen.  Better education may have a multiplier effect leading to 

promotions within the service; and rank, in turn, contributing 

to superior civilian job status.  A higher level of education is a 

major attribute in successfully negotiating the military caeer ladder, 

and in a successful civilian career. 

c)  Military skills and civilian jobs.—The relation of 

military skills to civilian jobs is difficult to assess in the absence 

of detailed job descriptions.  It is particularly difficult to deter- 

mine the precise nature of the civilian jobs obtained by our subjects. 

Judging from job titles, we find that close relationships between a 

civilian job and military occupational specialty occur only in a minor- 

ity of cases. And the relationships obtain more often for enlisted men 

than for officers; probably because the military duties of many officers 

are of an administrative-managerial rather than technical-ski 1 led 

nature.  But, even among enlisted men, close correspondence between 

military specialty and civilian job is far from universal.  As tables 

102 and 103 show, even in the military specialties where transfer 

appears most likely (such as medical and dental specialists, electronic, 
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eiectrical and mechanical repairmen, craftsmen) it would appear, from 

the broad job categories, that no more than one third to one half had 

moved into directly comparable civilian jobs.  More detailed break- 

downs (based on hand tabulations for a few selected military specialties) 

confirm this impression.  For example, we tabulated the civilian jobs 

held by 210 enlisted men who were aircraft or automative mechanics and 

repairmen while in the service.  Six months after retirement only 53 

of the individuals had jobs as mechanics of some kind, 23 found jobs 

in the construction trades, 19 were drivers or operators of mechanical 

equipment, 19 were salesmen, 10 were policemen or guards, 26 others 

were working in the service field exclusive of the protective services 

and the remainder were holding miscellaneous other jobs.  At most 

(including the drivers among those working in fields related to the 

military specialty), one third of these men were in civilian work 

clearly related to their military specialty.  The situation is similar 

in other fields.  Of 175 enlisted men whose major specialty (that in 

which worked for longest period of time) was in the administrative, 

personnel and clerical fields, 24 had jobs as bookkeepers; 19 had 

clerical jobs of other types, or executive-type jobs.  Among the ]0k 

men having food service specialties, 37 had jobs as cooks or bartenders, 

or as managers of eating and drinking establishments.  Twenty among ^7 

radio and radar repairmen got jobs as electronic technicians making this 

probably the highest "carry-over" category. 

Most officers, regardless of their experience in the military, 

tended to get jobs in the professions or in the business and commercial 

fields.  The exception was the small group of those who retired as 
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officers and who had special izeo in ordnance or in some fields usually the 

province of enlisted men.  This group had correspondingly high placements 

in technical, clerical, sales or skilled and service jobs.  When the 

sales and technical categories are counted as "professional and business 

jobs," the residual categories which include clerical and blue-collar 

occupations account for approximately 17 per cent of all officers 

(Table 102). 
• i 

As was the case for enlisted men, the more detailed hand tabulations, 

iJ        give a better picture of the actual relation between military and civilian 

-:        jobs. Among the 88 officers whose major specialty was in the command, 

management and planning field, 23 held civilian jobs classified in the 

executive, managerial and administrative or government official category, 

22 were salesmen and 10 were either teachers or officials in schools 

and colleges.  Of 81 officers whose major specialty was aircraft pilot 

or crew member, 25 held executive-managerial type iobs, 26 were sales- 

men, 7 were engineers, 9 were teachers or school officials, k  were 

mechanics and only 3 were aviators.  This very low employment of pilots 

in their specialty--combined with the relative high unemployment rate 

. J        of men with this specialty--is noteworthy in view of the complaint 

•j        by the air transportation industry of a severe shortage of air 

crew.  The age of the retirees presumably is a primary factor, not only 

because some are now too old to qualify as pilots in commercial aviation, 

but also because the seniority system of the industry would require the 

retiree to stay too long in semiapprentice roles at very low pay. 

w 

] 
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Forty-two officers had specialties in personnel, public relations 

or finance.  Of these, 10 hold -executive administrative jobs, 6 are 

accountants, 10 are in sales and 6 are school or college officials. 

Among the kk  officers with professional background (engineering, medicine, 

law, clergy, education), 12 are in engineering, 6 in teaching and 7 in 

law, medicine or clergy.  In addition, 8 are salesmen, k  are electronics 

technicians and 5 are executives or managers. 

Overall, these findings seem to indicate that officers whose 

military job specialties were in high-demand fields where there are 

currently shortages found themselves placed most easily in their own 

fields, but the relationships are not always as automatic and clearcut 

as one might expect.  Some of the "slippage" may be voluntary—conceiv- 

ably for some men a second career is the opportunity for a long-desired 

switch, for example, from engineering or law to the real estate 

business.  However, our data suggest that the acceptance of nonpro- 

fessional work may have resulted from job finding difficulties as much 

as from voluntary decisions (Tables \0k,   105).  The finding is most 

clear for officers in the DOD sample who accepted a clerical job: 

37 per cent of them reported "great difficulty" in finding a first job, 

whereas, overall, only about 1^ per cent of the officers chose this 

answer (Table 10^+).  Our consistent finding was that the same military 

specialty groups in which relatively large numbers of men were unem/ 

ployed 6 months after retirement also turned out to have the largest 

proportion of unrelated placements and members who reported difficulties 

in job-finding.  Consequently, we conclude there are very real transfer 

problems in some specialties, including those which were believed to 

have high civilian transferabiIily, such as aircraft and engineering. 
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TABLE 104 

OCCUPATION AND DIFFICULTY IN GETTING FIRST JOB 
OFFICERS ONLY--(D0D SAMPLE) 

(In Percentages) 

Occupat ion 

Eng ineer ing 

Teach ing 

Other professional 

Pcisonnet work 

F inane ial 

Business and 
admin i strat ion 

Other business 

Sales 

Cler ical 

Skilled 

Electronic technical 

Total 
N    % 

71 100 

45 100 

kj 100 

30 100 

34 100 

92 100 

98 100 

103 100 

7 100 

17 100 

13 100 

Medical, laboratory, 
engineering technical 12 100 

Other technical 36 100 

Protective services 30 100 

Other 97 100 

Total3 752 100 

Difficulty 

No      Some    Great 
Difficulty Difficulty Difficulty 

Exludes (81) no answers. 

69 

82 

62 

40 

67 

65 

61 

60 

41 

35 

85 

58 

47 

60 

67 

61 

24 

9 

34 

43 

21 

25 

25 

23 

22 

47 

15 

25 

36 

27 

20 

25 

4 

17 

12 

10 

14 

17 

37 

18 

17 

17 

13 

13 

14 
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TABLE   105 

t 

OCCUPATION AND  DIFFICULTY   IN GETTING  FIRST JOB 
ENLISTED MEN ONLY—(DOD  SAMPLE) 

(In Percentages) 

Difficulty 

Occupation 
Total 

N % 
No Some Li r eat 

Difficulty Difficulty    Difficulty 

Engineering 

Other profess ional 

Personnel work 

F i nancial 

Business and 
administration 

Other business 

Sales 

Cleri cal 

Skilled 

Semlski1 led 

Electronic technical 

Medical, laboratory, 
engineering technical 

Other technical 

Protective services 

Servi cc 

Other 

Total3 

kO 100 

k) 100 

32 100 

21 100 

30 100 

121 100 

117 100 

118 100 

285 '00 

102 100 

73 100 

eh loo 

91 100 

160 100 

162 100 

317 100 

80 

78 

60 

81 

70 

69 

7h 

57 

62 

h5 

62 

62 

67 

48 

59 

51 

10 

22 

31 

]k 

17 

22 

15 

25 

22 

29 

3^ 

3^ 

22 

31 

27 

27 

10 

9 

5 

13 

9 

11 

18 

16 

26 

k 

k 

11 

21 

]k 

22 

177^ 100 60 25 15 

aExcludes (137) no answers. 
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Furthermore, not only in air transportation, but in other areas as well, 

nontransferabi1 ity of seniority status is probably a greater employment 

barrier than nontransferabi1ity of skill. 

This does not mean the men feel that their military experience 

was not helpful in obtaining the Jobs they held. Well over half of 

the retired officers and enlisted men in the DOD sample selected the 

most positive answer ("helped a great deal") when asked if their military 

background helped qualify them for the work they are doing in civilian 

life (Tables 106, 107), Among the officers, over two thirds of the 

engineers, business executives and administrators, professional men, 

and technicians gave the most positive answer (Table 106).  Conversely, 

as one might expect, only 22 per cent of the salesmen, 30 per cent of 

the clerical workers and 35 per cent of the teachers considered their 

military background to be of great help.  Enlisted men who obtained 

higher-level and higher-skill jobs were more likely than officers to 

attribute this outcome to their military training. The officers, 

perhaps, felt their personal and educational qualifications played a 

larger part.  Though not very great, the differences are consistently 

in the same direction.  For example, of those doing personnel work, 

63 per cent of the officers and 70 per cent of the enlisted men thought 

their military background was of great help.  The comparable percentages 

for those in engineering and also for those working as medical labo- 

ratory and engineering technicians were 69 per cent of the officers, and 

77 per cent of enlisted men. Among the enlisted men, except in the 

unskilled and semiskilled occupational categories, half or more of the 

job holders thought their military background had been of great help in 

qualifying them for civilian jobr 
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TABLE 106 

OCCUPATION AND MILITARY BACKGROUND AS HELP IN QUALIFYING FOR CIVILIAN JOBS- 
JOB HOLDERS, OFFICERS ONLY--(DOD SAMPLE) 

(In Percentages) 

Military Background 

Occupation 
Total 

N    % 

Engineer ing 7^ 100 

Teaching 52 100 

Other professional 56 100 

Personnel work 32 100 

F inancial 36 100 

Business and 
admini st rat ioti 95 100 

Other business \0k 100 

Sales 116 100 

Cler ical 30 100 

Skilled 2k 100 

Electronic technical \h 100 

Medical, laboratory, 
engineering techni cal 13 100 

Other technical 36 100 

Protective services 33 100 

Other 118 100 

Great Some Little No Help 
Help Help Help at All 

69 19 8 k 

35 35 12 18 

70 11 7 12 

63 22 6 9 

kB 28 6 17 

67 27 5 1 

63 25 7 5 

22 37 19 22 

30 33 17 20 

52 13 10 25 

65 14 - 21 

69 8 - 23 

69 22 3 6 

55 18 2k 3 

ko 16 10 3k 

Total        833 100      51      2k 10      15 

• r 
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TABLE 107 

: 

.1 

. ; 

a 
a 

OCCUPATION AND MILITARY BACKGROUND AS HELP IN QUALIFYING FOR CIVILIAN JOBS- 
JOB HOLDERS, ENLISTED MEN ONLY--{DOD SAMPLE) 

(In Percentages) 

Mi 1 i tary Background 

Total 
ii         n/ 

Occupat ion 
IN 7o Great Some Little No Help 

Help Help Help at All 

Eng ineer ing m 100 77 \k 2 7 

Other professional k8 100 71 19 6 4 

Personnel work 33 100 70 21 3 6 

F inancial 21 100 57 lit 2k 5 

Business and 
administrat ion 31 100 78 16 3 3 

Other bus iness 126 100 58 25 11 6 

Sales 137 100 35 20 ]k 31 

Clerical 127 100 k7 19 17 17 

Skilled 301 100 63 15 7 15 

Semiski11ed 105 100 31 19 15 35 

Electronic technica 78 100 82 13 1 k 

Medical, laboratory, 
engineering techni cal 65 100 77 12 6 5 

Other technical 97 100 71 17 10 2 

Protective services 177 100 5^ 26 12 8 

Service 182 100 38 20 10 32 

Other 337 100 30 17 17 36 

Total i907 100 51 19 11 19 

'Excludes (k)   not working, 
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The complexities of skill transference stimulated us to devise 

an "independent" approach to the issue in the search for another objec- 

tive measure. All of the military occupational specialties of the men in 

the BSSR sample were rated on a 3 point scale in terms of the degree, if 

any, of potential skill transference or relationship to civilian occu- 

pations with similar technical and skMI requirements.  The military 

specialties in the first category have a high, or fairly high degree of 

skill transference to very similar occupations in civilian life:  they 

include physicians, aircraft pilots and the various skilled craftsmen 

and technical specialists.  In the second category are such specialties 

as command, management, personnel, administration and finance among 

officers and many of the administrative, technical, and service occupations 

of enlisted men; all of which have some skill transference to civilian 

jobs, but to a lesser degree.  The third category includes those spec- 

ialties in which there is little or no obvious skill transference, such 

as combat, intelligence and comnunication and ordnance specialties. 

Insofar as getting place.i in a job was concerned, there were no 

pronounced and consistent differences between the categories. Among the 

officers, 32 per cent of the group with little skill transference were 

employed compared with only 70 per cent of the group with a high degree 

of skill transference (Table 108).  This difference, however, is largely 

due to the decision by many of the professional men in the first category 

to study immediately following retirement, probably to improve their 

professional qualifications and adaptability to civilian work. Among the 

job holders, men in the high transferabi1ity specialties were more likely 

to be engaged in civilian jobs with comparable requirements, but the rate 

of "slippage" is quite high. 

L 
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TABLE 108 

DEGREE OF SKILL TRANSFERABILITY OF MAJOR MILITARY SPECIALTY 
AND JOB STATUS (BSSR SAMPLE) 

(In Percentages) 

Degree of     Total 
Transferabi 1i ty  N    % 

Job Status 

Job Holder Job Seeker   Other 

Off i cers : 

High 
Med i urn 
Low 

73  100 
i+02  100 
96  100 

Total    571  100 

(N=404) 

70 
68 
82 

(N=93) 

11 

19 
9 

71 16 

(N=7it) 

19 
13 
9 

13 

En 1i s ted Men; 

High kok 100 
Med ium 820 100 
Low 290 100 

Total   \S\k     100 

(N=115it)    (N=31l) 

76 21 

(N=49) 

78 19 3 
75 21 k 
76 21 3 

'Excludes (100) unknown, 

1 

I 

Q 

Thus, among officers whose mil itary occupation had a high degree of skill 

transference, only kS  per cent had civilian jobs which were closely, or 

fairly closely, related in skills (Table 109). Among officers with mili- 

tary backgrounds of medium or low skill transferabi1 ity the comparable per- 

centage dropped to 23 per cent and \h  per cent respectively. Among the 

enlisted men, only 3^ per cent of the high skill transference group had 

closely related civilian jobs, while 26 per cent and 18 per cent respectively 

of medium and low skill transference had closely related civilian jobs. 

I 
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TABLE   109 

RELATIONSHIP OF  SKILL  OF  CIVILIAN  JOB  TO MILITARY  BACKGROUND 
AMONG  JOB  HOLDERS   (BSSR  SAMPLE) 

(In  Percentages) 

Degree of 
Transferabi 1 ty 

Officers: 

High 
Medium 
Low 

Total 

N    % 

r!1-'1,11-i onsH i n fn'itinn JoH 

High,       Some       Little 
Fairly High   Degree      or None 

(N=98) (N=203) (N=103) 

51  100 
275  100 
78 100 

^9 31 20 
23 55 22 
14 43 43 

Total kOk     100 24 50 26 

Enlisted Men. 

High 
Medium 
Low 

Total 

(N=310) (N=487) (N=357) 

318 100 
614 100 
222  100 

34 30 36 
26 48 26 
18 45 37 

1154  100 27 42 31 

Exludes   (69)   unknown. 

Thus,   altogether,   fewer   than  half  of   the men  presumably most  eligible  for 

directly comparable  civilian  jobs  actually were working   in  such occupations 

What   these  findings   suggest,   perhaps,   is   that while  specific  skills 

acquired   in   the military  are  unquestionably  an  asset,   especially   in  fields 

where  there  are  acute  personnel   shortages,   this   is  only one  part  of   the 

picture,  and  not  necessarily   the most  significant  one.     From  the detailed 

data  collected   in   the  employer  and  counselor  surveys   conducted  as   part  of 

our   intensive  study,   it  appears   that   the  retired  serviceman   is  evaluated 
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in common-denominator civilian terms rather than on the basis of his specific 

military-acquired skills.  This means primarily education, plus personality- 

type qualifications, for which rank achieved is one indicator.   There is 

also more indirect evidence in our survey material that in the majority of 

cases, specific job matching probably was not attempted by employers 

either at the time these men were hired or assigned. As will be shown 

in a later section of this report, the retirees' own perceptions point 

to a feeling of relatively low utilization of their military skills in their 

civilian occupations, contrary to their expectations, 

d)  Income.--Cons ider inq the job qualifications of the military 

retired population, the civilian incomes they earned in 1963 and 196^ 

appear to be distinctly low. The median income of officers from the DOD 

sample was $6,130 in l963--after I to 3 years in the civilian labor market. 

Their colleagues who retired later in 196^ and who were surveyed 6 months 

after retirement did somewhat better:  their median income was $7,?85. 

Enlisted men's incomes also were lower for the earlier cohort:  $4,690 for 

those surveyed in 1963, $4,730 for the more recent retirees.  (Tables 110, 

111). 
i 

The importance of rank and educations as they affect the retirees' 

chances in the job market, is dramatically illustrated by income differences. 

In the DOD sample, officers who retired at the 0-6 grade had a median 

salary of $9,500 compared with $6,705 for 0-5' s, $5,840 for O-Vs and 

$5,135 for 0-3,s. 

The only instance in which specific military experiences are 
probably an important asset is employment in government snd defense 
industries, where certain technical or bureaucratic know-how or personal 
connections might be an asset.  It should be noted, however, that these 
surveys show fewer than 30 per cent (20 per cent in the DOD survey and 
28 per cent in the BSSR-0MAT study) of all officer respondents working 
for large business establishments, of which defense industries are only 
one subgroup.  For enlisted men the proportion is even lower. 

J_ 
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TABLE   110 

JOB STATUS AND INCOME 
(DOD SAMPLE) 

(In Percentages) 

Job Holders 

Income 

Und er $2 ,000 
$2, 000 - 3.999 
$^ 000  - 5,999 
$6. 000  - 7,999 
$8, 000  - 9,999 
$1C ,000 -  11.999 
$12 ,000 or more 

Tot al 
Med Ian   Income 

Officers Enl isted  Men 
(N-807)a (N-I869)b 

5 8 
15 27 
29 ho 
21 18 
15 5 
6 1 
9 1 

100 
$6,130 

100 
$^,690 

aExcludes (26) no answers. 

^Excludes (kl)   no answers. 

TABLE 1!1 

JOB STATUS  AND   INCOME 
(BSSR SAMPLE) 

(in  Percentages) 

Job Holders 

Income 

Under $3,000 
$3,000 - 3,999 
$M00 - /t,999 
$5,000 - 7,^99 
$7,500 - 9,999 
$10,000 -  1^,999 
$15,000 or more 
Commission only 

Total 
Median Income 

Officers Enl i sted  Men 
(N=395)a (N=ll87)b 

3 13 
6 20 

\k m 
25 32 
17 k 
13 i 

7 - 
15 6 

100 
$7,785 

100 
$^,730 

aExcludes (^5) no answers, 

Excludes (36) no answers, 
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The  O'B's,    in   fact,   did   less  well   than warrant   officers   (Table   112). 

Among  the   top  three  grades  of enlisted  men,   the  differences   in  median 

income  are  small;   E-9,   $5,120,   E-8,   $5,310,   and  E-7,   $i*,970.     There   is, 

however,   a  substantial   drop at   the  £-6  grade   to  $^,280 and  a   further 

sharp  drop  to  $3,030  for  the  retired  E-5ls. 

ii 

o 

0 

TABLE 112 

RANK AND INCOME ON JOB 
(D0D SAMPLE) 

(In Percentages) 

Rank 

Income 
0-6   0-5   0-^   0-3   W-if   W-3 

Total 
W-2 

Officers (N=67) (N=?58)(N=2^)(N=59) (N=27) (N=if6) (N=46)  (N=7it7)a 

5 
16 
28 
21 

15 
6 
o 

Under  $2,000 6 5 5 3 4 6 it 
$2,000 - 3,999 9 12 16 26 26 20 20 
$4,000 - 5,999 10 25 31 37 26 39 33 
$6,000 - 7,999 18 21 22 19 22 20 28 
$8,000  - 9,999 9 19 15 7 15 13 15 
$10,000 -  11,999 10 7 7 5 7 - - 
$12,000 or more 38 11 k 3 - 2 - 

Total 100 100 100 100 100 100 100 100 
Median Income $9 500 $6,705 $5,840 $5,135 $5,570  $5,221 $5 600 $6,110 

Rank 
TntA] 

E-9 E-8 F--7 E-6 E-5 

Enl isted Men: (N=70.)(tv = 156)(N = 1023)(N=4l l)(r 1=137) (N=1797) 

Under  $7 ,000 7 k 5 10 27 8 
$2,000  - 3,999 23 21 24 34 46 27 
$4,000  - 5,999 36 38 44 40 20 40 
$6,000  - 7,999 20 27 20 12 7 18 
$8,000  - 9,999 13 5 5 3 - 5 
$10,000 -  11,999 1 2 1 1 - 1 
$12,000 ( Dr more 

3l 

- 3 1 - - 1 

Tot. 100 100 100 100 100 100 
Median Income $5,120 $5,310 $4,970 $4,280 $3,030 $4,725 

aExcludes (86) no answers. 

bExcludes (114) no answers. 
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ln the 196^1 cohort, officers who were college graduates had a 

median incomp of $9,^90; for those who did not graduate from high school 

it was $5,830 (Table 113). 

TABLE 113 

EDUCATIONAL  LEVEL AND  EARNED   INCOME  OF  RETIREE 
JOB HOLDERS   (BSSR SAMPLE) 

r (1 n  Percenta ges) 

r Educational   Level 

Earned   Income Not  High H 

School 
Graduate 

Total 

~ 
igh  School 
Graduate 

Some 
Col lege 

Co 
Gra 

1 lege 
duate 

0 Officers: (N=24) (N=43) (N=183) (N = 145) (N=395)a 

Under  $3,000 12 2 3 2 3 

r $3,000 - 3.999 4 9 9 1 6 
$M00 - ^,999 21 19 17 6 \k 
$5,000 - 7,kSS 38 25 26 23 '5 

D 
$7,500 - 9,999 k 19 14 2? 17 
$10,000 -  14,999 k 5 10 22 13 
$15,000 or more - 2 3 14 7 
Comrniss ion  only 17 19 18 10 15 

1 Total 100 100 100 100 100 

[ 
Median   Income $5,830 $6,930 $6,995 $9,490 $7,785 

Enlisted  Men : (N=373) (N=608) (N=192) (N = 14) (N=I187) 

1 Under  $3,000 19 11 8 14 13 
$3,000 -  3,999 27 17 16 1 20 
$4,000 - 4,999 21 27 18 14 24 

[ 
$5,000 - 7.499 25 3^ 41 kk 32 
$7,500 - 9,999 3 A 8 1 k 
$10,000 or more 1 1 3 7 1 

- Commission  only A 6 6 \k 6 

Total 100 100 100 100 100 

11 
Median   Income $^,185 $4,815 $5,500 $6 ,~:50 $4,730 

Excludes   (45)  unknown, 
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1 The median income for enlisted men without a high school diploma was 

$^,185 compared with $^,815 for high school graduates ano $6,250 for 

college graduates.  The findings for the DOD group are similar (Tablo \]k) 
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TABLE   11^ 

EDUCATIONAL  LEVEL AND  EARNED   INCOME OF  RETIREE 
JOB  HOLDERS   (DOD  SAMPLE) 

(In  Percentages) 

Educational   Level 

Ecrned   Income Total 
Not  High 

School 
Graduate 

High  School 
Graduate 

Some 
Col lege 

Col lege 
Graduate 

Officers: (N=15) (N=|it8) (N=it20) (N=22i+) (N=807)a 

Under  $2,000 - 7 5 5 5 
$2,000  -  3,999 7 2 1 17 7 15 
$M00 -  5,999 33 ko 29 20 29 
$6,000 - 7,999 ^0 20 2k 17 21 
$8,000  - 9,999 13 7 18 13 15 
$10,000 -  11,999 7 2 5 12 6 
$12,000 or more - 3 2 26 9 

Total 100 100 100 100 100 
Median   Income $6,500 $5,120 $5,920 $8,140 $6,130 

Enl is ted  Men : (N=3i+7) (N=I096) (N=412) (N=|i+) (N=l869)b 

Under  $2,000 16 7 6 _ 8 
$2,000  - 3,999 3^ 30 18 7 27 
$M00  -  5,999 33 kO ^3 50 ko 
$6,000 - $7,999 \k 17 22 36 18 
$8,000 -  $9,999 2 k 8 7 5 
$10,000 -  II.999 1 1 1 - 1 

$12,000 or more - 1 2 - 1 

Total 100 100 100 100 100 
Median   Income $3,955 Sk.Sko $5,2itO $5.710 $4,690 

Excludes   (26)   no answers. 

Excludes   (^2)  no answers. 
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Age and income ar.e inversely related, with the negative effect 

of age most marked among enlisted men.  The median income for the kO 

and under age range is $5,280; it drops to $^,035 for the ^7-52 age 

range (Table 115).  Among officers, the relationship is more complex. 

The smalt proportion of officers in the kO  and under age range had the 

highest median income ($7,200).  But, those in the ^7-52 age range had a 

higher median income than those in the k\-k6  year interval.  Thus, for 

officers, the effect of age is less clear and less important than the 

effect of rank and education.  Age at retirement, rank and education are 

interdependent variables because of promotion and retention policies. 

TABLE 115 

AGE AND EARNED INCOME OF RETIREE 
JOB HOLDERS (DOD SAMPLE) 

(In Percentages) 

Age 

Earned Income Total 
35-i+O    k]-kG ^7-52 

Officers: 

Under $2,000 
$2,000 - 3,999 
$4,000 - 5,999 
$6,000 - 7,999 
$8,000 - 9,999 
$10,000 - 11,999 
$12,000 or more 

Total 
Median Income 

Enl is ted Men: 

Under $2,000 
$2,000 - 3,999 
^;.000 - 5,999 
$6,000"- 7,999 
$8,00C - 9,999 
$10,000 - 11,999 
$12,000 or more 

Total 
Median Income 

(N=32) (N=465)       (N=256) 

3 5 6 
16 17 13 
22 28 30 
16 22 ?0 

9 15 \h 
12 5 8 
22 8 9 

(N=753)i 

5 
15 
29 
21 
15 
6 
9 

100 
$7,200 

100 
$6,010 

100 
$6,155 

100 
$6,090 

(N=i+28) (N=ll3it) (N=255) (N=1817)1 

7 8 10 8 
22 27 38 27 
l\2 k] 35 40 
23 17 13 18 

k 5 2 5 
1 
1 

1 
1 

1 
1 

1 
1 

100 100 100 100 
$5,280 $4,720 $4,035 $^,715 

Excludes   (80)   no answers. 

^Excludes   (94)   no answers, 
—1U""'>« 
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Officers, with military backgrounds in research and development 

and in the professions (law and medicine), tended to have the best paying 

jobs, with respective median salaries of $10,570 and $9,500.  These men, 

of course, are college graduates, and many have a graduate or professional 

degree.  The median salary among the other military occupational groups 

ranged from $5,515 in the personnel and administration group to $7,600 

for the finance, accounting and budgeting group. Among enlisted men, 

those with an electronic background had a median salary of $5,570, 

compared with $5,085 for other technicians.  The lowest paid were those 

with a background in combat arms and services; their median salaries 

did not reach $it,000 (Table 116). 

TABLE 116 

MILITARY SPECIALTY AND MEDIAN INCOME 
JOB HOLDERS (D0D SAMPLE) 

Mi 1 i tary Spec ialty Number Median Income 

Officers 

Personnel   and  administration 
Medical,   law and  other professional 
Line 
Staff 
Supply and transport 
Ordnance and maintenance 
S ignal-elect ron i cs, commun icat ions 
Engineering 
Finance and accounting 
Research and development 
Other 

13 
11 

103 
125 
99 
96 

^7 
58 
k8 
37 
26 

$ 5.515 
9,500 
6,125 
5,715 
6,165 
6,180 
6,900 
7,365 
7,600 
10,570 
6,200 

Enlisted Men 

Combat 
Electronic technician 
Other technical 
Administrative and clerical 
Mechanical and repair 
Craftsman 
Services 
Other 

13*4 
219 
137 
411 
585 
110 

173 
80 

$ 3,980 
5.570 
5,085 
4,510 
4,845 
4,640 
3,790 
5,000 
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Table 117 shows the 1965 median incomes for officers and enlisted 

men in the various civilian occupational groupings.  The officers in 

engineering had a median income of $9,695 while those in managerial, 

executive and administrative positions had median salaries of $8,585. 

Other median salaries ranged from $3,^30 for service occupations to $7,^60 

for professional occupations other than engineering or teaching.  Median 

incomes for the enlisted men ranged from $6,815 for engineering positions 

to $3,630 for service occupations.  In professional and managerial 

occupations, the median incomes of enlisted men are substantially less 

than those for officers but not in technical and skilled jobs.  Among 

electronics and other technicians, skilled craftsmen, and service workers, 

former enlisted men tend to earn more than ex-officers. 

0 
[ 
r 

1 

L 

TABLE 117 

OCCUPATION AND MEDIAN INCOME 
JOB HOLDERS (DOD SAMPLE) 

Off icers Enl i sted Men 

Occupat ion 
Number Median 

Income 
Number 

Med ian 
Income 

Engineering 72 $9,695 42 $6,815 
Teach ing 51 4,900 - - 
Other professional 5h 7,460 45 6,120 
Personnel work 32 5,365 32 4,830 
Financial 36 5,915 21 4,750 
Business and administration Sk 8,585 29 6,750 
Other business 100 7,260 120 5,730 
Sales 108 5,275 132 4,430 
Cler ical 28 4,625 121 3,965 
Electronic technician 13 5,750 77 6,170 
Medical, lab, 
engineering technician 13 5,665 65 5,960 

Other technical 3^ 6,710 96 5,925 
Ski 1 led craftsman 22 4,335 284 4,995 
Skilled and semiskilled 

factory work - - 100 4,220 
Protective services 31 4,750 171 4,150 
Other service 15 3,430 171 3,630 
Other 98 4,965 324 4,235 

11 3 I—— 
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The examination of Tobies 117 and 118 indicates that the low median incomes 

for the retired population as a whole are due chiefly to the placement of 

many men--both officers and enlisted men--in relatively unskilled jobs: 

clerical work, sales, and protective and other services for officers; 

clerical and service jobs for enlisted men.  In business, professional 

and technical occupations, it would appear that former military men are 

relatively well paid.  Thus, there seems to be little evidence that these 

men tend to settle for low-paying jobs because of the availability of 

retirement income; rather, the pay problems that are in evidence are due 

to retirees, especially those with low levels of education, being unable 

to enter better-paying occupations, and settling, therefore, for unskilled 

occupations in which low wage rates prevail. 

e)  Job stab i1i ty.--For most of the retirees, the first job 

accepted following retirement turns out to be a permanent one.  It would 

not be unreasonable to assume that, given the variety of tasks with which 

they had had experience during military life, these men might try several 

different jobs before settling on some kind of second career employment. 

But, for the majority, this was not the case.  In the BSSR sample, 6 

months after retirement only 1^ per cent of the officers and 27 per cent 

of the enlisted men had had two or more jobs (Table 119).  Among the I96I- 

1963 retirees in the 1963 DOD sample, fewer than half--35 per cent of the 

officers and ^6 per cent of the enlisted men--had held two or more jobs 

since retirement (Table 120).  Among officers and enlisted men, age seems 

to have very little relationship to the total number of jobs held (Table 12]) 

: 
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TABLE  118 

OCCUPATION AND  EARNED   INCOME OF  ENLISTED  MEN 
(JOB  HOLDERS--DOD  SAMPLE) 

(In  Percentages) 

Income 

Occupation        ^        0, 
Under $2,000 $^,000 $6,000 $8,000 $10,000 $12,000 
$2,000 -3,999 -5,999 -7,999 -9,999 -11,999 or more 

Eng inee ring 42 100 5 7 29 26 26 
Other professional ^5 100 2 II 36 38 9 
Personnel work 32 100 6 22 56 13 - 

F inancial 21 \00 10 28 38 24 - 
Business and 
administrat ion 29 100 - 14 28 28 14 

Other business 120 100 2 18 34 31 11 
Sales 132 100 11 33 26 17 8 
Clerical 121 100 5 46 43 6 - 

'Electronic technician 77 100 3 3 36 41 10 
Medical, lab, eng neer- 

ing technician 65 100 3 12 37 34 9 

Other technical 96 100 _ 9 43 38 9 
Ski 1 led craftsman 289 100 6 21 46 23 3 
Ski 1 led and semi- 

ski 1 led factory work 100 100 10 36 41 12 1 
Protective services 171 100 6 41 40 1 1 2 
Other services 171 100 14 44 36 5 1 

Other 324 100    14    30    46 

Total I835a 100    8    28   40    18 

Excludes (76) no answers, 

2 
4 

2 
4 
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TABLE 119 

NUMBER OF JOBS HELD SINCE RETIREMENT BY JOB HOLDERS 
(BSSR SAMPLE) 

(In Percentages) 

Ni jmber 
of Jobs 

1 

2 

3 

k  or more 

Officers 
(N=400) 

Enlisted Men 

(N»1199) 

86 

13 

73 

22 

k 

1 

Total 100 100 

Less than 1 per cent. 

Excludes (28) no answers, 

TABLE 120 

NUMBER OF JOBS HELD SINCE RETIREMENT BY JOB HOLDERS 
(DOD SAMPLE) 

(In Percentages) 

Number 
of Jobs 

1 

2 

3 

k 

5 or more 

Total 

Excludes   (61)   no answers. 

Total3 

(N=1599) 

77 

20 

3 

100 

Officers 
(N=78iO 

Enl isted Men 

(N=1899) 
Total3 

(N=2683) 

65 5^ 57 

9 9 9 

17 2k 22 

6 9 8 

3 k k 

100 100 100 

-4s ' iiU 
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TABLE 12) 

NUMBER OF JOBS HELD SINCE RETIREMENT BY AGE (DOD SAMPLE) 
(in Percentages) 

Number 
of Jobs 

Officers: 

1 

2 

3 

k 

5 or more 

Total 

Enlisted Men; 

1 

2 

3 

k 

5 or more 

Total 

Age 

Under k\        k\-kG U7-52 

(N=34) {H=k80) (N=270) 

82 61 70 

6 10 9 

9 20 \k 

3 6 k 

_ 3 3 

100 00 100 

(N=iM)  (N=1177) 

56 

11 

20 

9 

h 

100 100 100 

Excludes (^9) no answers. 

) 
Excludes (12) no answers. 

Total 

(N=704)' 

65 

S 

17 

6 

3 

100 

177) (N=278) (N=1839) 

5h 50 5^ 

8 8 5 

25 2k 2^ 

9 12 9 

k 6 k 

100 
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However, there is a relationship between retireinent rank and the 

proportion of men who had held more than one job:  those who held higher 

military ranks were more stable.  Only 20 per cent of the 0-6 retirees 

had held more than one job, compared with k2  per cent of the 0-3 retirees. 

Thirty-five per cent of E-9 retirees had had more than one job; but, 

among E-5 retirees, the proportion of multiple job holders jumps to 58 

per  cent (Table 122).  In all cases, the higher ranked officers were 

clearly the most stable employees—perhaps because they had had the 

least difficulty in locating appropriate cn-l well-paid jobs, as was 

previously shown. 

Employment stability is much more prevalent in certain civilian 

occupations than in others.  Among the DOD officers who had been on 

retired status from 1 to 3 years, 85 per cent of the engineers and 80 

per cent of the teachers had had only one job since retirement (Table 123), 

But, 5^ per cent of the medical, laboratory, engineering technicians, 

53 per cent of the clerical workers and ^8 per cent of the craftsmen had 

had two or more jobs since retirement.  There are no occupations held 

by enlisted men which match the stability of ex-orfleers who are teachers 

or engineers (Table 12^+).  The very highest proportions of stable 

employees were found in finance, managerial and related occupations and 

sales. 

In general, job stability patterns accord with expectations: 

those in professional, managerial and white-collar occupations experience 

less turnover than those in blue-collar occupations--in part because 

white-collar and professional workers are less likely to be laid off in 

slack periods.  The data also suggest that officers who have settled for 

occupations incongruent with their former high status (skilled craftsman, 

medical or lab technician, or other miscellaneous occupations) are most 

likely to undergo frequent job changes. 
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TABLE 122 

NUMBER OF JOBS HELD SINCE RETIREMENT BY RANK (DOO SAMPLE) 
(In PercenLoges) 

Rank Total 
N        % 

1 

Number  of  Jobs 

3 k      5 or  More 

£% r Officer 

0-6 

0-5 

0-k 

0-3 

652 100 

71 100 

266 100 

253 100 

62 100 

69 

80 

71 

Gk 

58 

3 

k 

10 

6 

13 

17 

8 

ho 

53 

10 

5 

3 

7 

18 

5 

2 

1 

2 

6 

3 

r 
L 

0 

[ 

L 

C 

[ 

L 

Warrant 

\'l-k 

V/-3 

W-2 

En1i sted 

E-9 

E-8 

E-7 

E-6 

E-5 

125 100 

30 100 

kS 100 

kS 100 

1877 100 

74 100 

163 100 

1059 100 

k3k 100 

1^7 100 

Total  2654 100 

53 

71 

55 

ko 

13 

13 

10 

15 

54 

65 

60 

5h 

53 

42 

9 

9 

9 

15 

57 

Excludes (90) no answers, 

17 

13 

25 

17 

2k 

lit 

26 

23 

26 

24 

22 

8 

4 

17 

9 

9 

3 

10 

9 

13 

7 

3 

6 

11 

3 

2 

5 

3 

6 
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TABLE 123 

NUMBER OF JOBS HELD SINCE RETIREMENT BY OCCUPATION 
(OFFICERS ONLY--DOD SAMPLE) 

(in Percentages) 

Tot 
N 

al 
% 

Nu mber of Jobs 
■ 

Occupation 1 
(N=620)(N 

2     3 k 
= lifi+)(N=it6) 

or more 
(N=22) 

Engineering Ik 100 85 k 8 3 

Teaching 51 100 80 10 6 4 

Other professional 55 100 lh 5 16 5 

Personnel work 32 100 63 6 25 6 

Financial 36 100 61 8 28 3 

Business and administration 95 100 77 7 10 6 

Other business 104 100 68 8 17 7 

Sales 116 100 62 8 21 S 

Clerical 30 100 kl 30 20 3 
\ 

Ski 1 led craflaman Ik 100 52 h 20 24 

Electronic technician ]k 100 65 14 14 7 

Med ical , lab, 
i 

engineering technician 13 100 46 8 31 15 : 

Other technical 37 100 51 14 24 11 

Protective services 33 100 61 9 21 9 

Other 118 100 57 8 20 15 

Total3 832 100 75 17 6 2 

a Excludes (l) no answer. 

D 
-4— 
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TABLE ]2k 

NUMBER OF JOBS HELD SSNCE RETIREMENT BY OCCUPATION 
(ENLISTED MEN ONLY--DOD SAMPLE) 

(in Percentages) 

Occupation Total 
N   % 

Number of Jobs 

1     2     3 ^ or more 
(N=12n)(N=Mf9)(N=17l)(N=80) 

C 
ft - 

[ 

L 

[ 

t 

Engineering k2 100 

Other professional ^8 100 

Personnel work 33 100 

Financial 21 100 

Business and 
administration 31 100 

Other business 125 100 

Sales 136 100 

Clerical 126 100 

Skilled craftsman 302 100 

Ski 1 led, semiski1 led 
factory work 107 100 

Electronic technician 78 100 

Medical, lab, 
engineering technician 67 100 

Other technical 97 100 

Protective services 176 100 

Services 182 100 

Other 3^0 iGO 

60 12 21 7 

62 12 17 S 

52 3 27 18 

76 - 2k - 

61 13 16 10 

68 3 21 8 

Gk k 21 11 

52 3 26 13 

h8 1 26 19 

51 1 26 16 

60 13 19 8 

58 6 30 6 

57 7 28 n 
u 

56 10 22 12 

55 9 19 17 

k8 13 25 \k 

Total 195 1  100 63 2h 

„■lULMiafg— 
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L*.     Post ret i rement perspectives, long-term expectations and 

training needs:  job holders and job seekers. 

a) Assets and handicaps.--The variation in the retirees' pre- 

and post retirement assessments of several assets and handicaps was often 

great.  Prior to retirement, the great majority of the men were fairly 

sanguine about their post retirement prospects.  While they anticipated 

some difficulty in securing a suitable and satisfactory job, they were 

convinced that ultimately the civilian world would recognize their 

skills (which they evaluated as egual or superior to those oT civilians 

with whom thsy were about to compete), and that eventually they would be 

much better off in their second careers than they had been in the service 

(see p. 86).   Their main concern was that their age might be a handicap 

in the labor market and, to a lesser extent, that company practices and 

policies might result in discrimination against them.  Former military 

status, on the other hand, was more often believed to be an advantage in 

the job search than a handicap (see p. 88). 

In a series of turnover tables (Tables 125-138), the differences 

between the pre- and post retirement assessments of various factors 

affecting job chances are shown for both job holders and the "hard core" 

job seekers--those still looking for work 6 months after retirement. 

Among enlisted men who originally said their age would definitely decrease 

their job chances, fewer than half of the job holders actually found this 

to be true (Table 125).  Of those originally pessimistic, the majority 

found age to be either a neutral or a positive factor. On the other hand, 

among the "hard core" job seekers (whose age distribution was similar to 

that of job holders), much cf the blame for failure was put on age, even 

by the men who had  not onginally been fearful about it (Table 126). 

Ö 
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TABLE   125 

EXPECTED AND ACTUAL EKFECT OF AGE ON JOB  CHANCES 
(JOB  HOLDERS  ONLY—BSSR  SAMPLE) 

(In  Percentages) 

i: 

Preretirement 
Exp-ectations 

Definitely will 
decrease my chances 

Officers 

Enlisted Men 

May decrease 
my chances 

Total 

N    % 

113 

260 

Definitely wi11 
increase my chances 

Officers 

Enlisted Men 

3 

17 

100 

100 

Postretirement Assessment 

Definitely May Have May Have Definitely 
Decreased Decreased Neither  increased Increased 
Chances   Chances Chances  Chances 

100 

100 

hi 

Officers 176 100 16 

Enlisted Men 532 100 2k 

Will neither increase 
nor decrease my 
chances 

Officers 53 100 k 

Enlisted Men 182 100 10 

May increase my 
chances 

Officers 10 100 - 

Enlisted Men 3? 100 12 

2k 

21 

28 

26 

25 

20 

10 

22 

18 

33 

12 

7.1 

30 

^3 

39 

kS 

61 

30 

kk 

9 

5 

12 

9 

17 

7 

30 

10 

23 

67 

18 

9 

2 

30 

12 

2 

29 

i 

' ] 

■ > 

Total 

L Off icers 355 100 23 ■   26 35 13 3 

L 
Enl isted Men 1023 100 26 2k 40 8 2 

^Excludes Ce) no answers. 

L 
Excludes (200) no answers. Ü 
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TABLE 126 

EFFECT OF AGE ON JOB CHANCES;  PRE- AND POSTRETIREMENT EXPECTATIONS 
(JOB SEEKERS ONLY—BSSR SAMPLE) 

(In Percentages) 

Postretirement Statements 

Preret irement 
Expectat ions 

Total 

Definitely May Have May Have Definitely 
N   % Decreased Decreased Neither Increased Increased 

Chances   Chances          Chances   Chances 

Definitely will 
decrease my chances 

Officers 23 100 87 9 - 4 - 

Enlisted Men 83 100 7^ 23 2 - 1 

May decrease my 
chances 

Officers h5 100 kl kk S - - 

Enlisted Men 133 100 kS 37 }k 2 1 

V/ill neither increase 
nor decrease my 
chances 

Officers 10 100 20 60 20 - - 

Enlisted Men 27 100 15 hk 37 - k 

May increase my 
chances 

Officers 1 100 - - - 100 - 

Enlisted Men 9 100 22 k5 22 11 - 

Definitely will 
increase my 
chances 

Officers 2 100 50 50 m - - 

Enlisted Men 2 100 50 - - - 50 

Total 

Officers a 81 100 55 36 7 2 - 

Enlisted Men 15k 100 51 33 . 13 1 2 

aExcludes (12) no answers, 

^Excludes (80) no answers. Ll_ 
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In the experience of job holders, former military status was 

indeed an asset, even among men who had shown some apprehension about it 

prior to ^etirement. Only a few thought that their former military 

status had handicapped their job search. Over-all, 53 per cent of the 

officers and kh  per cent of the enlisted men felt they had derived soe 

advantage from it.  (The job seekers were less positive, but they also 

tended to minimize their military status as a possible detriment.) 

(See Tables 127, 128, pages 185, 186.) 

Company hiring practices—another perceived problem area--was 

considered to be a source of difficulty by only 20 per cent of the job 

holders.  In this, too, those originally pessimistic revised their views 

rather thoroughly.  Job seekers, on the other hand, selected this area as 

the primary cause of their difficulties.  (See Tables 129, 130, pages 187, 188.) 

Dual compensation laws apparently affected relatively few oF 

these men.  (See Tables 131, 132, pages 189: 190.) 

As to the effect of automation, only a small number of the job 

seekers--both officers and enlisted men—considered it to be a source of 

their troubles.  (See Tables 133, 13^, pages 191, 192.) 

Labor union policies were not seen as a problem—not even by 

job seekers.  (See Tables 135, 136, pages 193, 19^.) 

Thus, the majority of job holders, when assessing factors affecting 

their job search, tended to attribute relatively low weights to structural 

elements in the labor market.  Like most Americans, they undoubtedly 

believe their employment opportunities are primarily determined by their 

personal worth to an employer—their skills, their willingness and capacity 

to work, and their ability to supervise or accept supervision. This set 

of beliefs could be inferred from the preretirement responses and from data 

obtained in the more detailed job seekers' surv /.  This belief system was 

basically intact 6 months after their retirement, although shaken somewhat 

by the men*    iriences. 

LI 
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TABLE 127 

EXPECTED AND ACTUAL EFFECT OF RETIRED MILITARY STATUS ON JOB CHANCES 
(JOB HOLDERS ONLY—BSSR SAMPLE) 

('n Percentages) 

Postretirement Assessment 

Preret irement 
Expectat ions 

Total 

N    % 
Definitely May Have May Have Definitely 
Decreased Decreased Neither  Increased Increased 
Chances   Chances Chances   Chances 

Defini tely will 
decrease my 
chances 

Officers Ut 100 22 7 22 35 

Enl isted Men i}8 100 23 19 28 15 

May decrease my 
chances 

Officers 77 100 16 23 23 33 

Enlisted Men 230 100 7 25 34 25 

Will neither increase 
nor decrease my 
chances 

Officers 107  100 

Enlisted Men      298  100 

May increase my 
chances 

Officers 120  100 

Enlisted Men      351   100 

Defini tely wi11 
increase my 
chances 

Officers 23  100 

Enlisted Men       62  100 

Total 

a 
Officers 3^1  100 

b 
Enlisted Men      989  100 

k 

5 

1 

17 

10 

7 

6 

aExcludes (63) no answers. 
bExcludes (I'jk)   no answers. 

11 

6 

8 

9 

8 

10 

13 

43 

51 

29 

31 

16 

30 

37 

39 

2k 

kk 

ko 

30 

34 

39 

30 

]k 

15 

5 

9 

8 

9 

20 

17 

ko 

32 

14 

14 

' 
■ 
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TABLE  128 

EFrECT OF RETIRED MILITARY STATUS  ON  JOB CHANCES; 
PRE-  AND  POSTRETIREMENT EXPECTATIONS 

li (JOB SEEKERS  ONLY—BSSR SAMPLE) 
(In Percentages) 

Postretirement Statement 

Preretirement Total 
Expectations Definitely May Have May Have Definitely 

N   %  Dccroascd Decreased Neither Increased Increased 
Chances Chances Chances Chances 

0 Definitely wi11 
decrease my 

. chances 

1-« 
Officers k 100 25 25 50 - 

0 
Enlisted Men 

May decrease my 

18 100 33 33 22 12 

li 

chances 

Officers I 100 ]k 36 2.1 29 

n Enlisted Men 67 100 19 36 33 10 

Wi 1 1 neither increase 
1 nor decrease my 

F*i 

ciisnces 

Officers 36 100 8 ]k 53 25 

r 
■ 

Enlisted Men 63 100 3 27 ^3 2k 

f 

1 , 

May increase my 
chances 

Officers 25 100 8 20 36 36 

Enlisted Men 68 100 12 19 29 37 

Definitely wi11 
increase my chances 

[ Officers 2 100 - — 100 - 

Enlisted Men 20 100 20 15 25 ko 

Total 

Officers 81 100 10 20 ko 30 

b 
Enl isted Men 236 100 \k 27 33 2h 

aExcludes (12) no answers. 

^Excludes (98) no answers. 

n 

i r 
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TABLE   129 

EXPECTED AND ACTUAL  EFFECT OF COMPANY  HIRING  PRACTICES 
AND   EMPLOYMENT PRACTICES  ON  JOB CHANCES 

(JOB  HOLDERS  ONLY—BSSR  SAMPLE) 
(In Percentages) 

1 
■- 

' 

■ 

■ 

■ 

Postretirement Assessment 

Preretirement 
Expectations 

Total 

N   % 
Definitely May Havo        May Have  Definitely 
Decreased Decreased Neither Increased Increased 
Chances   Chances Chances   Chances 

Defini tely wi 11 
decrease my chances 

Officers hi 100 15 26 kk 13 2 

Enlisted Men 92 100 30 16 38 9 7 

May decrease my 
chances 

Officers m 100 7 15 62 12 h 

Enlisted Men 372 100 10 16 53 16 5 

Will neither increase 
nor decrease my 
chances 

Officers 1^3  100     6 

Enlisted Men      38^  100     h 

May increase my 
chances 

Officers \k       100     7 

Enlisted Men       71   100     7 

Definitely wi 11 
increase my 
chances 

Officers 6 100 

Enlisted Men 19 100     16 

Total 

Officers3 ^hk 100              8 

Enlisted Menb 938 100              9 

10 

8 

11 

16 

13 

12 

aExcludes (60) no answers. 

^Excludes (285) no answers, 

71 

71 

57 

66 

67 

52 

63 

60 

10 

11 

36 

13 

12 

13 

3 

6 

33 

11 

k 

6 
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TABLE   130 

EFFECT OF COMPANY HIRSNG  POLICIES AND EMPLOYMENT  PRACTICES  ON JOB CHAMCES; 
PRE-  AND POSTRETIREMENT EXPECTATIONS 

(JOB SEEKERS  ONLY—BSSR SAMPLE) 
(In Percentages) 

Preretirement 
Expectations 

Postretirement Statement 

Total 
Definitely  May Hnvc May Have Definitely 

N        %    Decreased    Decrccscd Neither  Irtcrcosed Increased 
Chances Chances Chances Chances 

Ö Defini tely wi11 
decrease my chances 

0 
0 

[ 

c 
0 

c 
D 

Officers ]k 100 72 21 7 

Enlisted Men 3k 100 58 2k 18 

May decrease my 
chances 

Officers 3J 100 15 39 k(, 

Enlisted Men 106 100 35 k2 20 

V/ill neither increase 
nor decrease my 
chances 

Officers 27 100 11 52 37 

Enlisted Men 63 100 25 30 in 

May increase my 
chances 

Officers 6 100 17 33 33 

Enlisted Men 13 100 8 k6 ke 

Definitely wi11 
increase my 
chances 

Enlisted Men k 100 - 75 25 

Total 

a 
Officers 80 100 2k ko 35 

b 
Enlisted Men 220 100 3k 37 27 

17 

l. 
aExcludes (13) no answers. 

^Excludes (11^) no answers. 

~ mm 
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FABLE   131 

> 

EXPECTED AND ACTUAL EFFECT OF DUAL COMPENSATION LAWS  ON JOB CHANCES 
(JOB  HOLDERS  ONLY--BSSR  SAMPLE) 

(In Percentages) 

Postretirement Assessment 

Preretirement 
Expectations 

Total 

N        % 
Definitely May Have May Have    Definitely 
Decreased    Decreased Neither   Increased  Increased 
Chances Chances Chances      Chances 

Definitely wi11 
decrease my 
chances 

Officers 118 100 35 12 52 - 

Enlisted Men 38 100 11 11 78 - 

May decrease my 
chances 

Officers ^7 100 8 15 75 2 

Enlisted Men 1^7 100 3 10 8k 3 

Will neither increase 
nor decrease my 
chances 

Officers 172 100 3 5 90 1 

Enlisted Men 561 100 1 3 3k 1 

May increase my 
chances 

Officers 5 100 - 20 ko ko 

Enlisted Men 26 100 - 15 81 k 

Definitely wi11 
increase 

Officers 3 100 - - 100 - 

Enlisted Men ]k 100 7 - 93 - 

Total 

a 
Officers 3^5 100 15 9 7k 1 

b 
Enlisted Men 786 100 2 5 90 2 

aExcludss   (59)   no answers. 

"Excludes   (^37)   no answers 

- r   Hff  ,1   • -.— 
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TABLE 132 

EFFECT OF DUAL COMPENSATION LAWS ON JOB CHANCES; 
PRE- AND POSTRETtREMENT EXPECTATIONS 

(JOB SEEKERS ONLY -BSSR SAMPLE) 
(In Percentages; 

Preretirement 
Expectations 

Postretirement Statement 

Total 
Definitely May Hove May Have Definitely 

N   % Decreased Decreased Neither  Increased increased 
Chances   Chances Chances Chances 

Definitely wil1 
decrease 

Officers 1^ 100 

Enlisted Men 13 100 

May decrease my 
chances 

Officers 20 100 

Enlisted Men 33 100 

Neither increase 
nor decrease 
my chances 

Officers ifl 100 

Eni i'sted Men li*0 100 

May increase my 
chances 

Officers 2 100 

Enlisted Men 13 100 

Definitely wil1 
increase my chances 

Officers 0 100 

Enlisted Men 2 100 

Total 

Officers3 77 100 

Enlisted Menb 201 100 

57 

15 

20 

6 

16 

6 

7 

15 

10 

27 

7 

8 

15 

50 

8 

12 

29 

55 

70 

6^ 

91 

84 

100 

85 

50 

73 

79 

; 

15 

2 

2 

3 

3 

aExcludes (16) no answers. 

^Excludes (133) no answers, 

—^"'~ygM»tncafr 



-191- 
TABLE   133 

EXPECTED AND ACTUAL EFFECT OF AUTOMATION ON  JOB  CHANCES 
(JOB HOLDERS  ONLY—BSSR  SAMPLE) 

(In Percen tages) 

Postretirement Assessment 

Preretirement 
Expectations 

Tota 

N % 
Definitely 
Decreased 
Chances 

May Have 
Decreased 
Chances 

Neither 
May Have 
Increased 
Chances 

Definitely 
Increased 
Chances 

Definitely will 
decrease 

Officers 7 100 - - 86 14 - 

Enlisted Men 85 100 ]k 25 55 k 2 

May decrease my 
chances 

Officers 52 100 k 17 75 h - 

Enlisted Men 239 100 3 22 67 7 1 

Will neither increase 
nor decrease my 
chances 

Officers 239 100 1 5 90 2 2 

Enlisted Men kS) 100 2 8 85 3 2 

May increase my 
chances 

Officers 28 100 - ;'4 75 7 4 

Enlisted Men 60 100 3 10 58 24 5 

Definitely wil1 
increase my 
chances 

Officers 12 !00 8 - 42 25 25 

Enlisted Men 3h 100 3 12 k\ 18 26 

Total 

Officers3 338 100 1 7 86 4 2 
b 

Enlisted Men 909 100 k 13 7^ 6 3 

aExcludes   (66)  no answers. 

''Excludes   (314)  no answers. 
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TABLE 13^ 

EFFECT OF AUTOMATION ON JOB CHANCES; PRE-AND POSTRETIREMENT EXPECTATIONS 
(JOB SEEKERS ONLY--BSSR SAMPLE) 

(In Percentages) 

Postretirement Statement 

Preratirement 
Expectations 

Total 

Definitely May Hnvc May Have  Definitely 
AJ Decreased  Decreased Neither Inercascd Increased 

Chances    Chances Chances  Chances 

Definitely wi11 
decrease my chances 

Officers 

Enlisted Men 

Aay  decrease my 
chances 

3 

30 

100 

100 

Officers' 

Enlisted Men 

80 

214 

100 

100 

33 

57 

Officers 17 100 18 

Enlisted Men 6? 100 16 

Will neither increase 
nor decrease 
my chances 

Officers 56 100 - 

Enlisted Men 92 100 8 

May increase my 
chances 

Officers 3 100 - 

Enlisted Men 18 100 6 

Definitely wi11 
increase my 
chances 

Officers 1 100 - 

Enlisted Men 7 100 - 

Total 

5 

17 

30 

16 

16 

67 

17 

23 

28 

Excludes (17) no answers. 

'Excludes (2^0) no answers. 

67 

10 

3U 

82 

70 

33 

60 

43 

70 

48 

11 

43 

1 

5 

100 
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TA3LE   135 

EXPECTED AND ACTUAL EFFECT OF LABOR  UNION  POLICIES AMD  PRACTICES  ON  JOB CHANCES 
(JOB HOLDERS   ONLY—BSSR SAMPLE) 

(In Percentages) 

Postretirement Assessment 

Prereti rement 
Expectat ions 

Total 

N   % 
Dofinrtcly May Have        May Have Definitely 
Decreased Decreased Neither Increased Increased 
Chances   Chances Chances  Chances 

Definitely wi11 
decrease my chances 

Officers 35 100 11 6 83 

Enlisted Men 99 100 13 10 83 

May decrease 
my chances 

Officers 79 100 k 1 95 

Enlisted Men 282 100 5 10 83 

Will neither increase 
nor decrease my 
chances 

Officers 221 100 - 3 97 

Enlisted Men 503 100 k 3 91 

May increase my 
chances 

Officers 3 100 - - 100 

Enlisted Men 33 100 6 - 85 

Definitely wi11 
increase my chances 

Officers 2 100 - - 100 

Enlisted Men 9 100 - - 89 

Total 

Officers3 3^0 100 2 3 95 
b 

Enlisted Men 926 100 5 6 87 

aExcludes (6^) no answers. 

^Excludes (297) no answers, 

11 

/ 
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TABLE (36 

EFFECT OF LABOR UNION POLICIES AND PRACTICES ON JOB CHANCES; 
PRE- AND POSTRETIREMEMT EXPECTATIONS 

(JOB SEEKERS ONLY—BSSR SAMPLE) 
(in Percentages) 

Postretirement Statement 

Preretirement Total 
Expectations Definitely May Have Mav Have Definitely 

N   %   Decreased Decreased Neither Increased Increased 
Chances   Chances Chances  Chances 

Definitely will 
decrease my chances 

Officers 8 100 38 

Enlisted Men 36 100 56 

May decrease 
my chances 

Officers 22 100 5 

Enlisted Men 76 100 2k 

12      50 

22      22 

! 

32    58      5 

29     ^5       1 

Will neither increase 
nor decrease my 
chances 

Officers kG      100     -      '.7      83 

Enlisted Men       Sk       100      7       24      69 

May increase my 
chances 

Officers 2  100    50      50       - 

Enlisted Men        9  100    33      ^5      22 

Definitely wi11 
increase my chances 

Officers 100 - 

Enlisted Men 3  100 -      67      33 

Total 

Officers3 78  100 6      22      71       1 

Enlisted Menb 218  100 22      26      50       1 

aExcludes (9) no answers. 

Excludes (116) no answers. 
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b)  Skill utiI ization.--Prior to retirement, men in the May 196^ 

sample were asked their opinions about how much their military training 

and experience would help in civilian jobs, how the utilization of their 

skills in military and civilian jobs would compare and how their skills 

would compare with those of civilians ^oing the same jobs.  All job 

holders were asked the same questions again in the postretirement 

quest ionna i re. 

Sixty-eight per cent of the officers but only 57 per cent of the 

enlisted men who had thought their military background would be of great 

help in their civilian jobs indicated that this was, in fact, true in 

their present jobs (Table 137).  Among those who thought their military 

background would be of some help in their civilian jobs, over two thirds 

said it was of some or a great deal of help in their present jobs.  More 

surprising is the finding that 6k  per cent of the officers and 43 per cent 

of the enlisted men who, prior to retirement, thought their military back- 

ground would be of little help, changed their minds once they were working. 

The area in which the retirees tended to experience the most 

serious disappointment was the actual utilization of their skills in 

civilian jobs.  Thirty nine per cent of the officers and kj  per cent of 

the enlisted men perceived less utilization, whereas less than half--only 

17 per cent of the officers and 20 per cent of the enlisted men—had 

anticipated this.  Conversely, prior to retirement, ^7 per cent of the 

officers and kS  per cent of the enlisted men thought they would experience 

greater skill utilization in their civilian jobs, but, 6-8 months later, 

only 32 per cent of the officers and 31 per cent of the enlisted men thought 

they were actually using their skills and abilities to a greater degree 

than they had in the military establishment (Table 138). 
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TABLE 137 

EXPECTED AND ACTUAL HELP OF MILITARY TRAINING AND EXPERIENCE 
IN CIVILIAN JOBS (JOB HOLDERS 0NLY--BSSR SAMPLE) 

(In Percentages) 

Prereti rement 
Expectations 

Tot. 
N 

q 1 

Postret i rement Assessment 

3 1 

% He Iped a H elped Helped Cannot 
Great Deal Somewhat Very Little Tell 

Help a great deal 
0 208 100 68 22 8 2 
EM 600 100 57 21 18 k 

Help somewhat 
0 1U 100 39 36 18 7 
En 266 100 29 k] 29 1 

Help very 1 i ttle 
0 ^ 100 20 kk 36 - 
EM 162 100 22 21 5^ 3 

Cannot tel1 
how much help 

0 28 100 32 36 25 7 
EM 136 ;oo 31 2k 35 10 

Total 

S 395 100 52 29 15 k 
1164 100 k2 26 28 h 

Excludes (9) no answers. 

Excludes (59) no answers, 

D 
L 
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TABLE 138 

EXPECTED AND ACTUAL UTILIZATION OF SKILLS IN CIVILIAN JOBS 
COMPARED TO MILITARY JOBS (JOB HOLDERS ONLY—BSSR SAMPLE) 

(ln Percentages) 

Postref'l r^nent Assessnient 

Preret1rement 
Expectations Tot al 
of Skill Use N 

Much Somewhat About Much 
No 

in Civi1ian Jobs Greater Greater the Same Less Less Util i- 
zation 

Much greater 
0 85 100 36 20 25 8 6 5 
EM 30U 100 35 12 17 15 6 15 

Somewhat greater 
■ 

0 99 100 11 32 3^ U 9 - 
■ 

EM 262 100 16 22 21 16 9 16 - 

About the sam-; 
0 ]ki 100 3 16 37 2k 16 4 
EM 35-2 100 8 ]k 31 18 11 18 

Less 
0 51 100 2 8 18 36 26 10 
EM 148 100 7 3 18 29 21 22 

Much Less 
0 11 100 - 18 18 27 27 10 ■- 

EM 55 100 k 15 13 25 16 27 .. 

No uti1ization • 
0 k 100 - - 25 - - 75 
EM 31 100 23 3 10 16 10 38 

| 
■ t 

■ 

Total ', 

0a 
1 391 100 12 20 29 20 ]k 5 

EMb 1152 100 17 n 22 18 11 18 

aExc1udes (13) no answers. 

Excludes (71) no answers. 

-4— 
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This perception of low skill utilization is not due to these men's 

reevaluation of the skills they had to offer.  For the most part, the 

retired military man continued to give the same high opinion of his 

qualifications compared with those of civilians doing identical jobs.  In 

fact, the proportion of those who considered themselves better qualified 

than civilians goes up a little bit after a few months on the job.  Prior 

to retirement, 50 per cent of the officers and 39 per cent of the men saw 

themselves to be better qualified than civilians compared with 53 per cent 

of the officers and ^3 per cent of the enlisted men after retirement 

(Table 139). 

We have little reason to assume that these men have an unrealistic 

view of themselves ?..'id their qualifications:  their job aspirations, job 

behavior, salary requirements and rating of work values all point to 

generally realistic seif-assessments.  Perceived low levels of skill 

utilization can therefore be assumed to reflect the reality of many job 

situations in which the retirees found themselves.  This is one area-- 

perhaps the outstanding one--where the military/civilian transition was 

unsatisfactory from the point of view of the individual.  At the tine 

they left the service, lack of skill utilization was not a major grievance 

among this group: 71 per cent of the officers and 67 per cent of the 

enlisted men indicated that the service haci utilized their skills and 

abilities a great deal (the most positive response).  As shown in Table ]k0 

the hopes for high skill use in civilian life were frustrated, especially 

for men with relatively low educational achievement (less than a college 

degree for officers, no college at all for enlisted men).  Our data suggest 

that it. is those officers and enlisted men who are able to make the grade 

in the service on the strength of their demonstrated abilities, rather than 
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TABLE   139 

dUALIFICATIONS  COMPARED WITH  CIVILIANS  DOING SAME 
KIND OF  WORK   (JOB  HOLDERS  ONLY--BSSR  SAMPLE) 

(In Percentages) 

Prereti rement 
Expectations 

of Q.ual if i cat ions 

Postreti reinent Assessment 

Tota I             ~ ^~^ 
N    %              Much Somewhat  About Much 

Better Better the same Less Less 

.1 
Much better 

■- 0 57 100 53 2k 11 12 - 

.: EM 127 100 ^7 2k 23 6 - 

-^ Somewhat better 

' 0 119 100 11 kl 30 12 - 

j 

EM 

About the same 

282 100 17 39 36 7 i 

0 135 100 18 26 51 k i 
EM 502 100 10 23 56 10 i 

i 
i Less 

0 36 100 3 38 31 20 - 
EM 118 100 8 21 ke 22 3 

Much less 
0 k 100 - - 75 25 - 
EM 

Total 

22 100 - \k k5 27 \k 

i 

1 0a 351 100 19 3k 35 n 1 

n 
EMb 1051 100 16 27 itS M 1 

Ü 

aExcludes ^53) no answers 

"Excludes (172) nc answers, 

y 

D ■ ■ 
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TABLE 140 

SELF-REPORTED COMPARISON BETWEEN CIVILIAN AND SERVICE USE 
OF ABILITIES BY EDUCATIONAL LEVEL (DOD SAMPLE) 

(In Percentages) 

Civilian Use Is: 

Educational Level 
Total 

N    % 
Much 
Greater 

Greater Same   Less 

Officers 

Not high school 
graduate 15  100 

High school 
graduate 

Some col lege 

Col lege graduate 

Total 

151 

415 

226 

100 

100 

100 

807a  100 13 12 

20 

26 25 

Much 
Less 

60 

13 9 28 23 27 

12 12 22 28 26 

14 15 32 23 16 

24 

Enli sted Men 

0 

c 
Ö 

Not high school 
graduate 357 100 20 9 23 23 25 

High school 
graduate 1109 100 16 12 20 26 26 

Some col lege 410 100 23 15 18 22 22 

Col lege graduate 15 100 20 20 34 13 13 

Total I891b 100 18 12 20 25 25 

Excludes (26) no answers. 

Excludes (20) no answers. 

L 
n  .jwmi 



-201' 

" 

J 

0 
n 

a 
D 
a 

formal education, who are least able to match this status in civilian jobs. 

In the civilian world, formal educational attainment ranks higher than skill 

as a measure of acceptance and placement. 

Educational differences largely seem to account for these feelings 

of skill under utilization, yet age as well as military specialty and 

specific civilian occupation play some part.  In fact, the latter probably 

is the crucial factor, but it is, in turn, so strongly influenced L / 

education that it is difficult to isolate their respective effects.  Younger 

men more often indicated greater skill use in the civilian job than did 

the older men.  Among officers, k6  per cent of those under ^1 years of 

age but only 23 per cent of those in the 41-46 age bracket saw greater 

skill use in their civilian occupation.  Thirty-five per cent of the 

enlisted men under k],   compared with 2k  per cent in the 47-52 age bracket, 

said they made more use of their skills in their civilian job (Table l4l). 

Among officers, only those in the professional specialties and 

those who had specialized in communications, electronics, research and 

development reported more skill utilization in their civilian job.  A 

half or more of the men in each of the other officer military occupational 

groups reported less skill utilization after retirement (Table 142). 

Among the enlisted military, all occupational groups reported less skill 

utilization in their civilian jobs.  Even among electronics technicians, 

mechanics and craftsmen, whose skill transference is high, many more 

individuals sp.'id   there was less rather than more use of their skills in 

the civi1ian job. 

18 

18 
See Mayer N. Zald and William Simon, "Opportunities and Commitments 

Among Officers," The New Mi 1i tary. ed. Morris Janowitz (New York:  Russell 
Sage Foundation, 1964), pp. 257-285, for a related discussion of perceived 
skill utilization by officers with different educational backgrounds. 

0 
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TABLE   141 

AGE AND UTILIZATION OF SKILLS IN CIVILIAN JOB COMPARED 
WITH SERVICE JOBS (JOB HOLDERS ONLY--DOD SAMPLE) 

(in Percentages) 

Dti1ization 
of Skills 

Age 

Total 
in Civi1 Ian Job 

35-40 41-/46 47-52 

Officero: (N=33) (N=46l) (N=262) (N=756)a 

Much greater use 31 !2 13 13 

Greater use 15 11 15 12 

About the same use 21 27 23 26 

Less use 24 24 27 25 

Much less use 9 26 22 24 

Total 100 100 100 100 

Enlisted Men: (N=432) (N=1145) (N-262) (N=l839)b 

Much greater use 22 18 14 10 

Greater use 13 12 10 12 

About the same use 19 21 21 20 

Less use 22 26 22 25 

Much less use 24 23 33 25 

Total 100 100 100 100 

Excludes (77) no answers, 

Excludes (72) no answers, 
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TABLE 142 

MILITARY SPECIALTY AND UTILIZATION OF SKILLS 
IN CIVILIAN JOB COMPARED WITH SERVICE JOBS 

(JOB HOLDERS ONLY—DOD SAMPLE) 
(In Percentages) 

Utilization of Skills in Civilian Jobs 

n 

Mi 1itary 
Specialty 

Total 
N    % 

r
Muc*  Greater 

About 
the Less 

Much 
Greater  ., Less 

ii     Use 

Use Same 
Use 

Use 
Use 

Officers: 

Personnel and 
administrat ion 113 100 

Medical and other 
professional 11 100 

Aircraft 101 100 
Line 127 100 
Staff 97 100 
Supply and 

transportation 97 100 
Ordnance and 

mai ntenance k8 100 
Signal electronics 

communi cations 58 100 
Engineering i+8 100 
F inance, 

Account ing 23 100 
Research and 

Development 36 100 
Other 28 100 

(N=96)  (N=98)  (N=205) (N=199) (N=l89) 

11 11 28 

35 

29 

22 

21 

28 9 27 9 27 
]h 10 27 21 28 
9 9 28 21 33 

13 \h 22 31 20 

]k 12 20 32 22 

10 6 3^ 21 29 

19 22 22 21 16 
2 17 21 35 25 

30 

]k 22 39 17 8 
18 15 21 21 25 

Li 

0 

0 

Total 787a  100 12 13 26 25 2k 

En) isted Men: 

Combat 134 100 
Electronics 220 100 
Other technical 141 100 
Administrative 

and clerical 416 100 
Mechanical repair 586 100 
Craftsmen 112 100 
Services 178 100 
Miscellaneous 84 100 

(N=337) (N=224) (N=378) (N=46l) (N=471) 

15 17 16 22 30 
23 14 17 23 23 
28 10 18 19 25 

12 12 24 24 28 
16 12 17 29 26 
18 11 21 28 22 
22 9 28 23 18 
25 9 23 17 26 

Ö 

Total I8711 100 18 12 

aExcludes (46) no answers, 

bExcludes (40) no answers, 

20 25 25 
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As could be expected, the low ski 11-utiIizers are disproportionately 

concentrated in the civilian jobs which we have previously identified as 

marginal for both officers and enlisted men--c1eHcal work, craftsmen 

(for ex-officers), some types of sales work, service jobs and factory work, 

More unexpected is the finding that even in related occupations, perceived 

skill utilization is quite low (Tables 1^3, 1^).  Only in the professions, 

including teaching and engineering, personnel work and the executive, 

administrative and managerial areas, do at least 35 per cent of the 

officers indicate more skill utilization in their civilian job than in 

their previous military assignment.  But, even here, relatively low skill 

utilization is reported by many. Among the enlisted men, occupational 

outcomes differentiate more sharply between ski I 1-uti1izers and nonskill- 

utilizers.  The over-all low levels of utilization are attributable to 

the relatively large groups in unskilled jobs (clerical, factory work, 

and services).  Among those former enlisted men who were able to find 

higher level jobs such as in business, as technicians, and even as salesmen, 

over half saw themselves working at higher skill levels in civilian life. 

For these men, the second career appears to offer greater intrinsic 

rewards than the military. 

c)  Job satisfaction and long-term expectations.--Relatively low 

income and the perception of skills not fully utilized no doubt account 

for some restlessness among retirees.  Job stability was fairly high but 

not uniformly so.  The DOD group experienced considerable job change during 

the 3 years covered by the survey.  Similar'y, the more recent retirees 

ir, the BSSR sample can also be expected to seek further improvement by 

changing jobs. 
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TABLE   1/+3 

OCCUPATION AND RESPECTIVE  UTILIZATION OF   SKILLS 
IN MILITARY PROGRAM AND PRESENT OCCUPATION 

(JOB HOLDER ONLY--DOD  SAMPLE) 
(In Percentages) 

Respective Utilization of  Skills 

Occupation Total 
N % 

About 
Much  Greater the Less Much 
Greater  Use Same Use Less 

Use Use Use 

Officers: (N=10!) (N=99) (N=210) (N=20it) (N=19^) 

Engineering 73 100 21 12 31 22 lit 
Teaching 51 100 20 lit 35 25 6 
Other professional 55 100 22 20 hi 18 13 
Personnel work 32 100 19 19 25 12 25 
Financial 36 100 11 19 22 31 17 
Business and 

admini stration 95 100 16 19 32 26 7 
Other business 101 100 11 21 27 Zk 17 
Sales 108 100 10 5 25 30 3^ 
Clerical 29 100 3 3 21 2k k9 
Skilled craftsman 22 100 9 5 23 h0 23 
Electric 
technician 13 100 8 23 31 38 - 

Medical, 
laboratory, 
engineering 
technician 12 100 8 8 k2 25 17 

Other technical 37 100 5 5 36 2k 30 
Protective 

servi ces 32 100 13 6 13 28 ko 
Other 112 100 5 k lit 3k kl 

Total 808a 100 13 12 26 25 2k 

Excludes (25)   no answers. 
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TABLE   ]kk 

OCCUPATION AND  RESPECTIVE  UTILIZATION OF   SKILLS 
IN MILITARY PROGRAM AND  PRESENT OCCUPATION 

(JOB  HOLDERS  ONLY--DOD  SAMPLE) 
(in Percentages) 

Respective utilization of   Skills 

Occupation 

: t 

! 

L 

Total 
N % Much 

Greater 
Use 

Greater 
Use 

About 
the 

Same 
Use 

Less 
Use 

Much 
Less 
Use 

Enlisted Men: 

Engineer!ng k\ 100 
Other professional U8 100 
Personnel work 33 100 
F inancial 21 100 
Business and 
administration 30 100 

Other business 126 100 
Sales 135 100 
Clerical 124 100 
Ski 1 led craftsman 2Sk 100 
Skilled, semi- 

ski1 led factory 
work \Qk 100 

Electronic 
technician 77 100 

Medical, 
laboratory, 
engineering 
technician 65 100 

Other technical 96 100 
Protective 

servi ces 175 100 
Service 179 100 
Other 328 100 

(N=338) (N=227) (N=381) (N=U63) (N=if67) 

M 10 20 2 4 5 
25 23 32 10 10 
30 19 6 30 15 
19 \h 38 19 10 

56 7 20 7 10 
26 26 21 15 12 
27 13 2k 18 18 
6 10 17 3^ 33 

20 18 18 29 15 

11 7 19 29 3k 

33 19 19 2k 5 

31 18 25 18 8 
19 18 20 32 11 

9 k 26 25 36 
13 8 22 26 31 
9 k 17 25 k5 

Total I876a 100 20 25 25 

f. 

Excludes (35) no answers. 

L 
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In answer to a question on job satisfaction, the retirees could 

select one of the following: 

1. I am satisfied and am not looking for another job. 

2. I am satisfied but am interested in finding another job. 

3. I am not sat i sfled. 

Almost half of the enlisted men and 38 per cent of the officers chose the 

second or third answer (Table 1^5).  Men were interested in changing jobs 

regardless of education; among officers, the least satisfied were those 

who had had some college but no degree, a group whose many difficulties 

have been pointed out. 

Long-run expectations for a satisfactory family income and a 

good life in general, which dominated the thinking of these men prior to 

retirement, held true for those who obtained a job--even a modest or 

temporary one (Table 1^6).  Not unexpectedly, those who had failed to 

find employment had a radically different perception.  Among those who 

were job holders at the time of the follow-up, 36 per cent of the officers 

and k2  per cent of the enlisted men had thought prior to retirement that 

their total family income during the first year after retirement would be 

greater than it was during the last year of active duty.  After retirement, 

optimism increased on the basis of experience: k6  per cent of these 

officers and 52 per cent of the enlisted men thought they would be better 

off financially in their first year as civilians.  Forty-five per cent of 

those who thought tney would be at about the same level financially in 

the first year of retiren   hud changed their minds and indicated that 

they expected to be better oft.  Six months later, the number of pessimists 

was even smaller. 
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TABLE  145 

EDUCATIONAL LEVEL AND SATISFACTION V/ITH PRESENT JOB 
(BSSR SAMPLE) 

(in Percentages) 

1                   — '•- —^= 

Educational 
Level 

Tot 
N 

al 
% 

Satis :action with Present Job 

Satisfied 
Not Looking 
for Another 

Job 

Satisfied 
Still Looking 
for Another 

Job 

Not 
Sat isfled 

!          Officers: 

Not high school 
graduate Zk 100 67 33 

| 
- 

-            High school 
graduate hk 100 70 30 - 

Some col lege 102 100 56 3k 10 

Col lege graduate 

Total 

\kk 100 68 26 6 

334a 100 62 31 7 

Enlisted Men: 

! 
Not high school 
graduate 37^ 100 50 ko 10 

High school 
graduate 60S 100 50 k2 8 

Some col lege 193 100 5^ 38 0 

Col lege graduate 

Total 

\k 100 28 72 - 

ll87b 100 51 k\ 2 

aExclude5 (10) no answers 

"Excludes (36) no answers. 
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TABLE 146 

EXPECTATIONS REGARDING TOTAL FAMILY INCOME FIRST YEAR AFTER RETIREMENT 
COMPARED WITH INCOME DURING LAST YEAR OF ACTIVE DUTY3 

(JOB HOLDERS--BSSR SAMPLE) 
(In Percentages) 

Postretirement Expectations 

P rprpt i rpmpn t Tr,<-=>I 

Expectations N % Much Somewhat About A Little Much 
Better Better the Same Worse Worse 

Much better 
0 60 100 54 30 8 8 - 

FM 167 100 51 3! 14 4 - 

Somewhat better 
0 7^ 100 16 46 24 14 - 

EH 258 100 21 44 26 8 1 

About the same 
0 108 100 21 24 32 23 - 
EM 334 100 13 31 39 16 1 

A little worse 
0 104 100 5 15 27 48 5 
EM 197 100 ie 16 34 3A 6 

Much worse 
0 24 100 13 13 8 37 29 
EM 49 100 10 18 29 29 14 

Total 
0 370 100 20 26 24 27 3 
EM 1005 100 21 31 30 16 2 

aWhat are your expectations with regard to total family income 
in the future compared with your family's income during your last year 
of active duty?  (First year after retirement.) 
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Those who were  still   job  seekers  at   the  time  of  the  follow-up 

were   less optimistic,   both  before  and after  retirement,   tnan  the job 

holders.     Prior  to  retirement,   50 per cent  of  the  officers  and  39 per 

cent  of  the enlisted men   in  this  group   (compared with  35  per cent  and 

25  per  cent,   respectively,   in  the job-holding group)   thought  they would 

be worse off  financially  after  retirement   (Table   1^7).     Their disappoint- 

ments   in  the job market  confirmed  these  fears:     79  per  cent  of  the officers 

and  5k per cent  of  the  enlisted men  thought  that   they would be worse off 

financially durin-  the   first  year of  r-t        Tent. 

Job  seekers  were  also  less  hopetul   t.an job  holders   in  speculating 

about   income  5 years   in  the  future.     There was   little  or no change  between 

pre- and post retirement  predictions by job  holders  about  their total 

family   income  i  years   in   the   future.      In   the  preretirement  questionnaire, 

85  per cent of  the officers  and  SO per cent  of  the  enlisted men expected 

their  total   family   income   5  years  hence  to be  greater  than  the  total 

income  during  the   last  year of  active duty.     In  the  post retirement  question- 

naire,   the proportions were  8^ per cent  and  88 per  cent,   respectively 

(Table   148).     Among  the  job  seekers,   75  per  cent  of  the  officers  and  81 

per  cent of  the  enlisted  men  had  predicted   that   they would  have  a  greater 

income within  5 years,   but  after  retirement,   only  55  P^r cent  of  the 

officers  and 69 per cent  of   the  enlisted men  thought   so   (Table   1^9). 

To measure  the over-all   extent  of hopefulness  and discouragement, 

we  constructed an ootimism  scale which   included  the   following   items: 

1. permanency of  place of   residence; 

2. expected   life  satisfaction during  the  next  5 years  compared 

with  the   last  5 years; 

3. expectation with   regard  to total   family   income   in  the  future 

compared with  the   last  year of  active  duty. 
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TABLE 147 

EXPECTATIONS REGARDING TOTAL FAMILY INCOME FIRST YEAR AFTER RETIREMENT 
COMPARED WITH INCOME DURING LAST YEAR OF ACTIVE DUTY3 

(JOB SEEKERS—BSSR SAMPLE) 
(l n Percentages) 

Prereti rement Tot 

^st ret i rement Exf )ectat ions 

a l 
Exoectations N % Much Somewhat About A Little Much 

Better Better the Same Worse Worse 

Much better 
0 k 100 - 25 - 75 - 
EM 29 100 21 24 21 24 10 

Somewhat better 
0 11 100 9 18 9 64 - 
EM ^3 100 9 28 23 31 9 

About the same 
0 19 100 - 11 32 52 5 
EM 74 100 - 11 36 41 12 

A little worse 
0 40 100 - -- 10 65 25 
EM 77 100 3 5 23 51 18 

Much worse 
0 11 100 - - 9 27 64 
EM 13 100 15 8 - 38 39 

Total 
0 85 100 1 6 14 58 21 
EM 236 100 6 14 26 39 15 

What are your expectations with regard to total family income 
in the future compared to your family's income during your last year 
of active duty?  (Firat year after retirement.) 

... 

• 

i 
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TABLE   ]k8 

EXPECTATIONS  REGARDING  TOTAL FAMILY   INCOME  FIVE YEARS AFTER RETIREMENT 
COMPARCÜ WITH  INCOME  DURING  LAST  YEAR  OF ACTIVE  DUTY3 

(JOB HOLDF.RS--BSSR  SAMPLE) 
(In Percentages) 

Postretirement Expi stations 
Prereti rement Tot 

N 
al 

Expectat ions 
Much Somewhat About A Little Much 
Better Tetter thr Same Worse Worse 

Much better 
0 205 100 7^ 22 3 1 - 
EM 555 100 66 28 h 1 1 

Somewhat better 
0 106 100 28 53 16 3 
EM 275 100 3^ 51 10 3 2 

i 

About the same 
0 kl 100 16 30 38 16 - 
EM 72 100 18 kS 22 15 - 

A 1ittle worse 
0 8 100 12 12 12 Sk - 
EM 11 100 9 27 ke 18 - 

Much worse 
0 h 100 75 - - 25 - 
EM 7 100 14 ]k 29 29 lit 

Total , 
0b 366 100 52 32 11 5 - 
EMC 920 100 52 36 8 3 1 

aWhat are your expectations with regard to total family income 

in the future compare1 to your family's inromc during your last year 
of active duty?  (Five year:, after ret i^cment .) 

Excludes (38) no answers. 

cExc1udes (303) no answers. 
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TABLE   149 

EXPECTATIONS  REGARDING TOTAL FAMILY   INCOME FIVE YEARS AFTER  RETIREMENT 
COMPARED WITH   INCOME  DURING  LAST YEAR OF ACTIVE  DUTYa 

(JOB  SEEKERS--BSSR  SAMPLE) 
(In Percentages) 

Postretirement  Expectations 

;: 

Preret i rement Tot 
N 

al 

% Expectations 
Much Somewhat About A Little Much 
Better Better the Same Worse Worse 

Much better 
0 28 100 29 hi 25 k - 
EM 111 100 U6 hi. 5 3 3 

Somewhat better 
0 32 100 9 50 29 9 3 
EM (>k 100 22 39 31 5 3 

About the rame 
0 15 100 7 27 kQ 26 - 
EM 23 100 - 26 kk 26 k 

A 1i ttle worse 
0 3 100 - - 67 33 - 
EM 11 100 - 27 i*6 27 - 

Much worse 
0 2 100 — - 50 50 - 
EM 6 100 - 17 - 17 66 

Total 
0b 80 100 15 kQ 31 13 1 
EMC 215 100 30 39 19 7 5 

aWhat are your expectations with regard to total family income 
in the future compared to your family's income during your last year 
of active duty?  (Five years after retirement.) 

^Excludes (17) no answers. 

cExcludes (119) no answers. 

L! 
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As one would expect, job holders were considerably more optimistic 

than job seekers.  Among the officers, 16 per cent of the job holders were 

scored as most opt imist ic--at the top of the scale-compared with only 1 

per cent of the unemployed.  Least optimistic were 5 per cent of the 

employed and 19 per cent of the job seekers who scored between 0 and k, 

the lowest scores.  The results are almost identical among the enlisted 

men. Twenty per cent of the job holders and 7 per cent of the job seekers 

had a score of 10 points, while 5 per cent of the job holders and 18 per 

cent of the job seekers scored between 0 and h.     The more optimistic 

the retirees, the greater the likelihood that they would be job holders. 

Yet even among job seekers, as Table 150 shows, optimists outnumbered 

pessimists: the majority of the men still had a reservoir of optimism. 

These findings suggest greater optimism than the situation may 

warrant, particularly for job seekers, but also for the marginal job . 

holders ide  ified in this report.  It is quite likely that this general 

optimism, at a time when they must cope with many readjustments in their 

personal lives, may lead these men to postpone making retraining decisions 

which may affect their long-term job and income prospects. 

d)  Training needs.--Prior to retirement, relatively few officers 

and enlisted men visualized the need for training in order to qualify for 

the civilian jobs they hoped to find.  In particular, few of the enlisted 

men were conscious of this need:  only 27 per cent (compared with kS  per 

cent of the officers).  Furthermore, on-the-job training--rather than 

formal school ing--was seen as the major need. 

r 
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TABLE 150 

OPTIMISM INDEX3 

(In Percentages) 

Sea e Scores 

Status 
Total 
N   7o Job 

0-^  , 5 6 7 8 9 10 

Officers 

Job holders kok 100 5 7 ]h 15 26 17 16 

Job seekers 93 100 19 17 16 Ik 10 13 1 

Total       497 100 

x2=k5.S,  6 df,, P<:OOI. 

9   15   17   23   16 

Enlisted Men 

Job holders 

Job seekers 

1223 100 

33^ 100 

5    6   13   18   25   13   20 

18   12   19   18   18   8   7 

Total      1557 100 

x2=l 18.9, 6 df., P<;.001 

7        \h        18        24        12        18 

Highest   (most optimistic)   score   is   10,   lowest   (most  pessimistic) 
score   is  0. 

"Others" excluded, 

I 
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Following retirement and early experience in a civilian job, 

quite a few of the retirees revised their views (Table 151, 152). 

TABLE 151 

NEED FOR ADDITIONAL TRAINING TO QUALIFY FOR CIVILIAN JOB 
(JOS HOLDERS--BSSR SAMPLE) 

(In Percentages) 

Need 
Officers 
(N=U00) 

Enl isted Men 
(N=11?9) 

Yes 

No 52 

36 

6k 

Total 100 100 

'Excludes (28) unknown. 

Total 

(N=1599)a 

39 

61 

100 

" 

C 

Need 

Yes 

No 

TABLE 152 

NEED FOR ADDITIONAL TRAINING TO QUALIFY FOR CIVILIAN JOB 
(JOB SEEKERS--BSSR SAMPLE) 

(In Percentages) 

Officers 
(N=87) 

En I i sted Men 
(N-321) 

Total 
(N=i+08)a 

kB 

52 

U6 

5^ 

ke 

5h 

Total 100 100 100 

aExcludes (23) unknown. 

This was especially true of men who had not yet located a job:  almost half 

of them--officers as well as enlisted men--answered "yes" to the question: 

"Do you think you might need additional training to qualify for 

the kind of work you have in mind?" 

Si 

[J 

Ö 

u 



•.J1I7- 

But,   even  among  job  holders,   the  number was  greater  than   it  had 

been  prior  to   retirement   (36  per  cent  of   the  enlisted  men  and  48 per 

cent  of  the officers).     Both  job  seekers  and  job holders   continued  to 

see  the  need  primarily  as one  to be  met  by on-the-job   training   (Tables 

153,   15^). 

TABLE   153 

TYPE  OF TRAINING NEEDED   (PROPORTION  OF  JOB HOLDERS   INDICATING A  NEED 
FOR MORE TRAINING)   (JOB  HOLDERS--BSSR SAMPLE) 

(In  Percentages) 

Type of  Training Officers 
(N=I90) 

En I is ted Men 

(N=437) 

Total 
(N=627) 

21 10 13 

21 2 8 

11 19 lb 

5 9 8 

63 69 67 

Undergraduate  college 

Graduate  school 

Technical   school 

Commercial   school 

On-the-job  training 

Total3 121 109 112 

aPer  cents  add  to more  than   100 because more   than one  type  of 
training was  mentioned. 

TABLE   154 

TYPE OF TRAINING NEEDED (PROPORTION OF JOB SEEKERS INDICATING A NEED 
FOR MORE TRAINING)  (JOB SEEKERS--BSSR SAMPLE) 

(In Percentages) 

Type of Training 

Undergraduate college 

G^rduate school 

Technical school 

Commercial school 

On-the-job training 

Total 

Officers 
(N=42) 

Enlisted Men 
(N=147) 

Total 
(N=189) 

2^ 16 18 

19 3 7 

12 33 29 

7 7 7 

6^ 63 63 

26 122 124 

aPer cents add to more than 100 because more than one type of 
training was mentioned. 
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In  the  DOD  sample  similar   responses  were  obtained  from men  who had  had 

longer experience   in   the   labor market   (Tables   155,   156). 

TABLE   155 

NEED FOR ADDITIONAL TRAINING TO QUALIFY FOR CIVILIAN JOB 
(JOB H0LDERS--D0D SAMPLE) 

(in Percentages) 

Need Officers 
(N=812) 

Enlisted Men 
(N=1902) 

Yes 

No 

39 

61 

28 

72 

Total 100 100 

TABLE 156 

TYPE OF TRAINING NEEDED3 

(JOB H0LDERS--D0D SAMPLE) 
(In Percentages) 

Type of Training 

On-the-job training 

Ful1-t ime school 

Part-time school 

Total 100 100 

Total 
(N=271i*) 

31 

69 

100 

Officers 

(N=3!3) 

Enlisted Men 
(N=f-24) 

Total 

(N=837) 

66 83 76 

16 6 10 

18 11 \k 

00 

Proportion of those needing training. 

It is not paradoxical that the better educated men are more likely 

to see the need for further formal education than those who have never 

been to college (Table 157). 

; 
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TABLE 157 

NEED FOR ADDITIONAL TRAINING TO QUALIFY FOR CIVILIAN JOB 
BY EDUCATIONAL LEVEL (JOB HOLDERS--DOD SAMPLE) 

(In Percentages) 

Educat iona Level 

Addi t ional 
Training Needed Not High 

School 
Graduate 

High 
School 

Graduate 

Some 
Col lege 

Col lege 
Graduate 

Total 

Officers: (N=I6) (N=150) (N=420) (N=226) (N=812) 

No training needed 81 63 57 65 61 

Yes, OJT 19 30 31 \U 26 

Yes, ful1-t ime school _ 3 4 13 6 

Yes, part-time school 
and OJT 

Total 100 100 100 100 100 

Enlisted Men: (N=364) (N=1108) 

No training needed      82       72 

Yes, OJT               16      2k 

Yes, full-time school     1        1 

Yes, part-time school 
and OJT 1 3 

(N=4I5) (N=15) (N=1902) 

65 7k 72 

27 13 23 

2 13 2 

Total 100 100 100 100 100 

.' 
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Better educated men and women are the main consumers of adult education.'9 

Furthermore, the job aspirations of the better educated retirees are more 

likely to require additional instruction or updating of knowledge.  Younger 

men were somewhat more willing to accept the idea of undergoing further 

training than were their older colleagues (Table 158). 

The principal dividing lines relate to types of military specialty, 

especially among officers.  Most clearly perceived training needs are 

found among former aircraft specialists (previously singled out as a hard- 

to-place group), electronics experts whose specialty was in the signal 

field and, surprisingly enough, among those in personnel and administrative 

specialties.  The latter, however, saw the need for on-the-job training 

primarily, whereas men who were interested in transferring into technical 

specialties and officers who had no ready-made civilian counterpart 

specialty were more interested in full-time or part-time formal education. 

The engineers form a unique g-oup:  together with former medical personnel, 

they are least likely to express the need for any training.  But when they 

do, it is for formal rather than on-the-job instruction. 

A rough comparison between the incomes earned by officers who saw 

no need for further training and those who did suggest that those most 

handicapped in the civilian labor market perceive the need for training 

most strongly.  The median income for officers who saw the need for job 

training is $5,355, compared with $6,9^0 for those who claimed not to need 

any training.  For enlisted men, the differences are much less marked; 

19 
See John W. C. Johnstone and Ramon Rivera, Volunteers for Learning- 

A Study of the Educational Pursuits of American Adults (Aldine Publishing 

Company) Chicago, 1965. 
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TABLE 158 

NEED FOR ADDITIONAL TRAINING TO QUALIFY FOR CIVILIAN JOB 
BY AGE (JOB HOLDERS —DOD SAMPLE) 

(in Percentages) 

Add!t ional 
Age 

Total Training Needed 
35-^0 k]-he ^7-52 

Officers: (N=33) (N=465) (N=262) (N=760) 

No training needed 67 58 Gk 60 

Yes, OJT 2k 28 22 26 

Yes, ful1-t ime school - 6 8 7 

Yes, part-time school 
and OJT 

Total 100 100 100 100 

Enli sted Men: 

No training needed 

Yes, OJT 

Yes, full-time school 

Yes, part-time school 
and OJT 

Total 

(N=it36) (N=ll46) (N=266) 

71      71      77 

2k 2k 18 

!       2       2 

100 100 100 

iU=]dk8) 

72 

23 

2 

100 

the median salary is $^,785 for those expressing a need for training and 

$4,705 for those who do not express this need.  Among both groups, the 

individuals needing full-time school training had the lowest median 

incomes--$5,2it0 for the officers and $4,305 for the enlisted men (Table 159) I 

I 
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TABLE 159 

NEED FOR ADDITIONAL TRAINING TO O.UALIFY FOR CIVILIAN JOB 
BY EARNED INCOME (JOB HOLDERS--DOD SAMPLE) 

(In Percentages) 

Additional 
Training Needed 

Earned Income 

Total 
N   % Under $2,000 $M00 $6,000 $8,000 $10,000 $12,000 

$2,000 -3,599 -5,999 -7,999 -9,999 -11,999 and over 

Officers 

0 
r 

No traininy needed 
Yes, OJT 
Yes, full-time school 
Yes, part-time school 

and OJT 

Total 

487 100 k 12 25 20 20 7 12 
20k 100 5 20 37 21 7 3 7 
50 100 8 22 3k 2k it 6 2 

53 100 9 11 3k 30 6 6 k 

19k    loo 15 29 21 15 

Enlis ted Hen 

[ 
No training needed 1318 100 8 
Yes, OJT k20 100 6 
Yes, full-time school 129 100 7 
Yes, part time school 

and OJT 5S 100 8 

Total 1826° 100 7 

Zu 
Zu 

20 

39 
k\ 
k5 

31 

19 
10 

19 

5 
k 

\k 

28 ko 18 

ai)-.cludes (39) no answers, 

"Excludes (85) no answers, 

r- 

L 

[ 

0 

L 
[ 

Median Income 

No training needed 
Y-s, OJT 
Yes, full-time school 
Yes, part-time school and OJT 

Median income of all men 
needing training 

Officers 

$6,9^0 
$5,3^5 
$5,2^0 
$5,775 

$5,355 

Enlisted Men 

$^,709 
$^,765 
$M05 
$5,^5 

$4,785 
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Obviously, these figures would have to be further refinecl--in terms of 

such items as rank and specialty--to enable us to make systematic 

comparisons but they are, nevertheless, indicative of the men's realistic 

self-appraisal.  For a substantial number of officers and enlisted men, 

the development of suitable training programs—both formal preparation 

and on-the-job training—would lead to substantial financial rewards in 

their employment adjustment. 

. 
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IV.  DATA IMPLICATIONS 

A. The Broad Perspective:  Convergence 
of Military and Civilian Occupational Structure 

The present organization of the military system depends for its 

functioning on its ability to move members out of the system shortly 

after they have spent 20 years in active service.  Only in this way 

can a pyramidic structure such as the military maintain its essential 

"open opportunity" features, as well üS satisfy its changing technical 

needs. Thus, the system rests on a rather remarkable assumption:  that 

each year, many thousands of individuals, more or less middle-aged, 

whose training and experience in work was largely or exclusively gained 

in the military, will be able to find civilian jobs of at least roughly 

comparable economic and status value.  it assumes employment opportunities 

in the civilian world which are not unlike those in the military, and 

a large reservoir of them. 

The findings presented in this report suggest that the assumptions 

on which military retirement policies are based--the ready transfer of 

military skills and credentials 'o the civilian environment — have operated 

satisfactorily in most cases.  There were noteworthy exceptions, however: 

those who were able to make a career in the military despite educational 

deficiencies experienced greater difficulties in finding a suitable civilian 

spot than those who had acquired formal educational credentials commen- 

surate wich the status and occupation they aspired to attain after retire- 

ment.  Furthermore, men with a background in certain specific military 

specialties often found themselves particularly handicapped, whereas many 

others were at a distinct advantage. 

i 



-225- 

For the great majority of former servicemen,  however, their 

specific militar/ experience is neither as much of an asset as they are 

led to believe (or want to believe) nor as much of a drawback as is 

sometimes popularly assumed by those unfamiliar with the current realities 

of the military establishment. 

The military occupational structure, with its heavy administrative 

and service sector, equips the majority of servicemen with general skills 

for which there are many civilian counterparts, but also much civilian 

competition.  Retirees who have acquired a technical or professional skill 

through their military career are more scarce, sometimes experience 

difficulties in converting these skills to the requirements of civilian 

. occupations, but are in a better competitive position when they qualify. 

However, it appears that the retired serviceman is usually evaluated In 

common-denominator civilian terms rather than on the basis of his specific 
1 

military-acquired skills.  This means primarily education, plus person- 

ality-type qualifications, for which rank achieved in the military is one 

indicator.  There was also other evidence that in the majority of cases, 

specific job-matching was probably not attempted by employers either in 

hiring these men or in assigning them to specific work.  The retirees' 

own perceptions point to a feeling of relatively low utilization of 

I their military skills in their civilian occupations, contrary to their 

expectations and their estimate of their abilities relative to civilians. 

What we are observing, then, is a down-grading by the civilian 

occupational structure of the specific skill component, which the military 

ideology (and, to some extent, the civilian ideology) tends to emphasize 

as a man's unique contribution, in favor of categorical criteria, such as 

'■, 
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rank and education.  The man who succeeded in the military despite his 

lack of formal educational credentials is most likely to have difficulty, 

at least initially, in achieving satisfactory civilian employment. 

More important than the specific "job matches" in the civilian and 

military structures are the strong correspondences between the requirements 

and reward systems of the two structures, in which educational attainment 

constitutes perhaps the key factor in successful individual outcomes. 

B. Training Needs 

There can be little doubt from the data developed in this report 

that very specific retraining needs exist among this group.  Furthermore, 

various forms of training might result in considerable occupational and 

financial pay-off for those whose employment is marginal in relation to 

»■heir potential.  For the officer group, and especially its large managerial- 

administrative component, formal schooling, whether for a bachelor's degree 

or advanced degree in administration (accounting methods, personnel admin- 

istration, etc), appears to be the greatest need; It would provide these 

men with the formal qualifications as well as a placement channel, not 

only for employment in business organizations, but also for jobs in federal, 

state or local agencies and in educational institutions. As to the latter 

especially, there appears to be a considerable gap between t^ie interests 

expressed by many institutions in recruiting former military personnel 

and the actual placement experience of the 1964 cohort.  Because such 

institutions have by definition especially rigid and formal educational 

requirements, lack of a degree is the chief obst Je to greater utilization 

of personnel despite the expression of much mutual interest. 
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The special problems of officers whose military careers were in 

the aviation field also deserve attention.  It is conceivable that special 

training might qualify these men for positions in the aircraft industry 

which they are not now ab\e   to fill, and where seniority and age would 

pose less of a problem than it does in jobs as pilots.  Here, too, formal 

education may be a necessity, but forms of job-specific training should 

be investigated. 

But, in all officer specialties, it would appear that there is 

more "slippage" resulting in unsuitable, low-skill employment than a 

rational system should tolerate. Whether retraining is the answer, or 

whether more emphasis should be put on placement or relocation activities, 

is an open question.  The findings suggest that the latter may ba the more 

important factor in many instances. 

The handicap of having pursued certain specialties creates a 

special retraining need for some enlisted men.  In many of these instances, 

formal education would be most useful, especially some college work 

even short of a degree.  But more typically, the hard-to-place enlisted 

man seems to suffer from a combination of handicaps, of which a low-trans- 

fer specialty, low educational achievement, and a poor record of promotion 

are merely symptomatic.  His problems are not unlike those of the 

civilian "hard-core" unemployed.  Solutions for those with special 

employment handicaps would probably have to be sought through specifically 

designed experimental programs. 
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C.     The  Contribution  of  Military  Retired   to  Skill   Shortage Areas 

In   the   total   context  of  efficient  and   rational   manpower  utilization, 

given  the magnitude  of  military  retired  cohorts   in  years   to come  and   the 

intention of   the  overwhelming majority  of   these men   to  remain   in   the   labor 

force   in  a  civilian  capacity  until   they   reach   the conventional   retirement 

age   (in   their  sixties),   th.3 question  of   the  contribution made  by   these 

additions   to   the   labor   force   is  of   special    interest.     The   present   study, 

focussed  on   individual   adjustment   to   the   transfer   process   from military 

to civilian   life.   em'.>lcri   LS  Ciily   to  spciculatc  on   the  topic.     More  system- 

atic evaluation   requires   research of  a  different order,   directed  at 

employers  and  employment  situations   rather   than  job-seekers  and job-holders. 

However,   from   the   placement   experience   of   the   cohorts   studied  here,   one 

gains   the   impression   that,   to  date,   only   a   small   proportion  of   the   retired 

officers  and  enlisted men  rro working   in   shortage  areas.     To begin with, 

the  number  of  men  with  specific   technical   sl<iMs--in  engineering, 

electronics,  medical   fields  and   i      the  skilled   trades--is   relatively   low 

compared with   those whos'j  experience  was   in   the  administrative,   clerical 

and  service   sec':or   of   the  military  establishment.     Furthermore,   especially 

among enlisted  ncn,   there wer';  sizable  shifts   in   the  transfer  process, 

away  from  the  skilled  cuC  "shortigc"  occupations  and   into   less   technical 

jobs,  which   they  either   pre'erred  or   found  easier   to   locate  or   qualify   for. 

Of  course,   some of   the  administrative  end  business  occupations--in  particu- 

lar,   in   the  area  of   accoun'. ing,   bookkeeping,   management  control,   etc.— 

are  also  skill   shortage  areas  where   retirees   no  doubt make  a  valuable 

contribution.     However,   the  contribution  of   this  group  to   the  solution 

of   technical   shortage  problems  does  not   appear   to  be  a major  one  so  far. 
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It   is  also worth noting   that  one  effort which has  been energetically 

pursued  by many  organizations--both   in   the  educational   field  and  among 

associations  of  former military  personnel--namely,   the  development  of 

employment  opportunities   in   teaching   (at   the  secondary  and  postsecondary 

level),   in  school   administration,   and   in  other  nonprofit   institutions  does 

not  seem  to  have   led   to  the  anticipated   results.     Employment   is  concentrated 

in  business  and   the  government  sector.     Relatively  few men work for 

school   systems   and  hospitals,   and  employment   in  state and   local   government 

agencies   is   less  often  reported   the   in  federal   agencies. 

Lack of   formal   educational   qualifications  probably  plays   a   large 

part   in   this   situation but   it   is  also   likely  that  the job-seeking  and 

job-finding  behavior  of   these men--use of   informal   channels,  or  applica- 

tion   to well-known  firms — has  a  great  deal   to do with   it.     School   systems 

and other  nonprofit  employers  who are   interested   in   recruiting military 

retirees  must  find  efficient  and  direct  channels  of  communicating 

with  potential   recruits.     Such  channels  do not  seem to be  sufficiently 

developed  at   present. 

It   is  also  clear   that   the  possession  of  skills  alone--even  needed 

skills — does   not  necessarily qualify  a man  for openings  which may  exist. 

The  problem of  age-appropriate work  roles   and   incorporating older 

workers   in  established work hierarchies  and  bureaucratic organizations-- 

is  one which   the military  retired  share with other older workers who need 

to start  second  careers   in midlife. 

■ 

•■-■ atamtmmsasaa ■ ■:■■■■:■.. ■..:. 



r 
r 
i 

o 

0 
0 
r 

[' 

-230- 

D.  Older V/orkers and Second Careers 

A number of the findings from the study of military retired seem 

to us to have broad applicability to other populations which, for various 

reasons, are faced with the prospect of early (or forced) retirement, 

or the need to embark on a career change in midlife.  Because the 

military population under study seemed to be quite similar in its 

aspirations, values and social and family situations to a comparably 

situated civilian population, we believe that thi. study of their actions 

and attitudes and of the problems they encountered offers valuable 

insights on the broader problem. 

In the first place, it is apparent that premature retirement is 

not acceptable to the great majority of job-holders for financial and, 

perhaps even more, for sociaI-psychologica1 reasons.  Confirmatory 

evidence of this is slowly building up from experience with early retire- 

ment plans:  few individual workers so far have taken advantage of 

early retirement options. u Similarly, preferred second careers are in 

most instances viewed as similar to one's first career—continuity in 

occupation and type of employer is the norm; a break with the past is 

the exception.  Furthermore, despite the availability of the cushion 

which retirement income represents, a full-time job rather than part-time 

work is sought- by most. 

Age is a handicap for the blue-collar worker and in some of the 

service occupations but, in white-collar and professional occupations, 

educational deficiencies, which in his former job the older worker was 

able to overcome through experience and demonstrated al ility, are likely 

to be the most serious impediments to the successful transition to a 

: 

n 

20 
See V/all Street Journal, July 15, I966, Page 1 

U 

L 
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second  career.     The   lack of  job-specific  skills  may  often  be   less  of  an 

obstacle   than organizational   problems  at   the  higher   levels.     At   the 

middle   level,  many organizations   have  rigid  policies  of   promoting  from 

within only.     This  creates   problems   in   the  recruitment of  older workers 

to  positions  commensurate with  their  aspiration  and  experience   level. 

E.     Read iness   to Move 

The men   in our  survey were  apparently willing   to move  for   the 

sake of  finding  appropriate  employment,   but only   to a  desirable  spot 

which offered   than  climatic or  other  advantages.     The  reluctance   to move 

except  under   these circumstances   is  one   that   they  share with many other 

older Americans;     as  other  studies   have  shown,  men who become  unemployed 

after   lay-offs,   plant  shutdowns  or  automation   tend   to  postpone  and  resist 

21 
making  a  physical   move.     Yet,   it   is   clear   that  employment  opportunities 

at  all   levels  are  subject   to  sharp  geographic variation,   and   that 

retirees   do  tend  to compete with  each other   in  areas  of  heavy  concentration, 

such  as   ".he West  Coast.     Of  course,  one  set of  very  real    impediments   to 

mobility   is   financial:     moving  costs,   and  sale  and  purchase  of  home no 

doubt  play  a   large  part.      It   is  conceivable  that  a  system of   relocation 

reimbursements  might  be  devised which would encourage  greater mobility. 

Greater   latitude   in  time  for  utilization of  such  allowances  would  be 

part icuIarIy  useful . 

See,   fo,- example,   Harold  L.   Shepherd and A.   Harvey  Belitsky, 
The  Job  Hunt:     Job-Seeking  Behavior  of  Unemployed Workers   in  a  Local 
Economy.(Kalamazoo,  Michigan:The W,   E.   Upjohn   Institute  for  Employment 
Research,   September   15,   1966)   Report  for  the Office of  Manpower, 
Automation  and Training,   U.S.   Department of  Labor. 

■.■ 
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F.     Further  Research 

r 

! 

No single study or analysis plan will answer all the questions 

which concern the social analyst and the policy-maker. Vie  have not begun 

to exhaust the pertinence to the problems of retirees that the data 

collected for the surveys discussed here could yield.  It is our feeling, 

however, that these data could be most profitably analysed in relation 

to a later look at the same cohort (say five years after retirement). 

Many questions remain unanswerable without long-term indicators of the 

civilian adjustments of this group of men.  Job shifts, training and 

educational efforts made after the initial experience in the labor 

market, promotions, geographic moves--all these had not crystallized 

six months after retirement, when the detailed BSSR survey was made. 

It would also be of special interest at a later time to reach those men 

who did not enter the labor market immediately after retirement, but 

who became full-time students.  In a way, they followed the advice to 

retirees expressed or implied in several sections of this report:  to 

obtain maximum formal educational credentials prior to entering the job 

competition.  It would be interesting to compare the long-term placement 

experience of these full-time students with that of their colleagues 

who did not make a comparable investment in time and money. 

Such a longitudinal study of a single cohort would be most 

valuable to validate the hunches and impressions suggested by the data 

presented in this report.  But of equal if not greater importance is a 

periodic rechecking of these findings through studies of more recently 

retired cohorts.  The rate of change is great in the areas studied 

here: with respect to the educational and skill attributes of retirees. 

I 
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the changing skill mix in the military and civilian structures, the 

emergence of new civilian shortage and surplus areas, the changing 

recruitment and placement practices in American industry and government. 

Last but not least our total social system is undergoing a deep trans- 

formation with respect to the treatment of older persons which affects 

retirement expectations, pension systems, medicnl care, training and 

education, to mention only the most obvious.  These changes in turn will 

affect military recruitment, retention and retirement patterns.  Periodic 

surveys of the type conducted for this report could  chart the changes 

and the policy adaptation', vhich may be requ'^ed to facilitate the 

continuing smooth employment and transition between the military and 

civilian sectors of our economy. 



■ 
■ 

. 

] BUREAU OF SOCIAL SCIENCE RESEARCH, INC. 
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MILITARY   RETIREMENT   STUDY 

SPONSORED   BY! 
U. S.   DEPARTMENT  OF   LABOR 
OFFICE   OF  MANPOWER.   AUTOMATION   AND   TRAINING 

ENDORSED    BY! 
AIR   FORCE  ASSOCIATION 
ASSOCIATION  OF  THE  UNITED STATES  ARMY 
FLEET   RESERVE   ASSOCIATION 
NAVY   LEAGUE  OF   THE   UNITED STATES 
MCO   ASSOCIATION   OF   THE   U.   S.   A. 
RESERVE OFFICERS  ASSOCIATION   OF   THE  U.  3. 
RETIRED  OFFICERS  ASSOCIATION 

AFL-CIO 
AMERICAN   PERSONNEL   AND  GUIDANCE   ASSOCIATION 
AMERICAN   VOCATIONAL   ASSOCIATION,   INC. 

Dear Sir: 

We are currently conducting a study of the retired military under 
the sponsorship of the U.  S. Department of Lahor  (Office of Manpower, 
Automation and Training)  and with the cooperation of the Department of 
Defense and the organizations listed on this letterhead. 

As you can see from the enclosed newspaper reports, it is our and 
our sponsors' hope that this study will make a basic and important con- 
tribution to better public understanding of the problems and opportuni- 
ties in civilian careers for ex-Service personnel. 

■ 

The enclosed questionnaire is being sent to a sample of retirees. 
If you do not have plans to seek or take up paid employment at any time 
after you retire from the Service please fill out the attached post card, 
inside the back cover of the questionnaire,  and mail it to us.    You do 
not have to fill out the questionnaire.    If you already have a job or 
plan to look for one at any time in the future, please complete the 
questionnaire at your earliest convenience. 

Because we are canvassing officers  and enlisted personnel in all 
Services, some of the questions may not fit exactly your assignments and 
experience.    Please interpret these according to your situation.     And 
please don't be discouraged by the length of the  questionnaire.     Not  all 
parts apply to every respondent,  and almost  all answers can be simply 
checked off.    In fact, we like to think that you will find some of the 
questions interesting and stimulating.    Of course,   all information given 
to us will be treated confidentially.    No names will be associated with 
any of the published findings,  and the questionnaires themselves will 
not be seen by anyone other than Bureau of Social Science Research study 
personnel. 

Thank you for your participation.    By contributing some of your 
time and experience, you will be of great help to other members of the 
Service who will be seeking a second career in years to come. 

Sincerely yours. 

(Mrs.) Laure M. 
Study Director 
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BUDGET    BUREAU   «44-832B.2 
APPROVAL    EXPIRES   OCTOBER   I5.I884 

PRERETIREMENT QUESTIONNAIRE 

ii 

1. Please complete this questionnaire at your earliest convenience. 

2. Disregard the small numbers next to the boxes and the column of numbers on the right.    These are 

simply to help in c rding and tabulating. 

3. To mail:  follow instructions under flap of back cover.   No envelope is needed. 

8 

I.   BACKGROUND INFORMATION       Dill 

1.    a.  Nt 
(Last) 

b.   Rank 

d. Branch of Service: 

Army   D 1 Navy   D 2 

e. Component: 

Regular   LI 1 

2.     a.   What is your current military address? 

(Military Unit) 

(City) 

b.   What is your current mailing address? 

(Street) 

(First) 

c.   Service Number  

(Middle Initial) 

Air Force    LJ 3 

Reserve    I   12 

Marines   LJ 4 

(Military Installation) 

(State) 

(City) (State) 

2/y 

7/y 

c.   Please indicate an address where you can be contacted during the first year after your retirement.  (If 
this address will be "in care of" some othir individual please give that individual's name.) 

(Name) 

(Street) 

d.   What is your social security number? 

(City) (State) 8-10/y 

11-19/y 

•""v^-^wmsmmn 
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3.     a.   What will be your rnnk for pay purposes when you have retired? 

K-3 D i 

K-4 D 2 

F.-5 D 3 

Iv6 D 4 

E-7 D s 

lv8 D (' 

ivy D 7 

20/9 

w-i D i 

W-2 □ 2 

W-3 D 3 

W-4 G 4 

(OFFICERS PLEASE ANSWER 
03c AND 03d.) 

21/9 

0-1  D v 

0-2 D x 

0-3 D o 

0-4 D i 

0-5 D 2 

0-6 □ 3 

0-7 D4 

0-8 D 5 

0-9 De 

o-io D 7 

(OFFICERS PLEASE ANSWER O^c AND 0^- 

22/9 

ENLISTED MEN PLEASE ANSWER 03b. 

b. Have you ever served as an officer? 

Yes   D 1 No   D 2 

IF YES, GIVE INCLUSIVE DATES:     From   19  to   19  

From  19  to  19.  

OFFICERS PLEASE ANSWER 03c AND 03d. 

c. Have you ever served in an enlisted status? 

Yes    D 1 No    D 2 

IF YES, GIVE INCLUSIVE DATES:      From   19  to 19  

From   19  to 19  

d. What was the source of your commission? 

Academy graduate LJ 1 Direct 

OCS or Cadet School        Q 2 

ROTC 

Baltlefie!-) 

Da 

Ds 

Warrant Officer direct 
from enlisted status   LJ 6 

23/9 

24-27/y 

21Wl/y 

32/9 

33/9 

3«7/y 

3B41/V 

42/9 

National Cuard D: 

Other (please specify) 

D 43/9 

( 
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4.     Q.   How old were you when you first began active duty? 

Less than 18 years old 

18-19 years old 

20-21 years old 

22-23 years old 

24-25 years old 

26-29 years old 

30 years old or older 

Da 

G4 

a« 
44/9 

b.   What is your total number of years of active duty?. Years, 4,rr46/y 

c.   After you first entered military service were there any intervening periods during which you hud 

civilian status?   (PLEASE EXCLUDE PERIODS OF 90 DAYS OR LESS.) 

D No       0 2 

IF YES GIVE INCLUSIVE DATES:   From   19    to   19_ 

From  19  to  19_ 

5.     During your military career, how many years did you spend on overseas duty? 

47/9 

4f«l/y 

5M5/y 

5£/9 

, years. 57-M/y 

6.     Date of birth: 
(Day) (Month) 

Place of birth: 
(City, town or county) 

If you were bom outside the U.S. please specify the country: 

(Year) 

(State) 

5*60/y 

dl-M/y 

(Country) 64/9 

7.     a.   in what country was your father born? 

United States (Continental U.S. only) D 

Outside Continental USA (Please sp    'fy country.) [J 2 65/9 

(Country) 
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I 
I 
I 
B 
i 
I 
I 
I 
8 
I 
h 
1 
I 
I 
1 
I 

7. b. What was your father's major occupation? If he worked in more than one type of work please check 
the occupation he spent the most time in. (If you are unable to classify his occupation please con- 
sult the List i>I Occupations at the end of this questionnaire.) 

Military enlisted man \_\ y 

Military officer I | x 

Skilled worker LJ 0 

Semiskilled or Unskilled 
worker I I 1 

Proprietor or Manager 1_]  2 

Farm owner, farm tenant 
or farm worker | ] 3 

Professional D* 

Service worker Ds 

SP'CS worker 06 

Clerical worker DT 

Other occupation (please 
specify) 

Don't knov 

.._   Da 

D9 

8.     a.   Are you currently married? 

Yes, and this is my first marriage 

Yes, this is not my first marriage, I was 
previously widowed 

Yes, this is not my first marriage, I was 
previously divorced 

No, I was never married 

No, I am divorced 

No, I am widowed 

b.   How mn-y children do you have?  

Di 

D2 

Da 

D4 

Ds 

Da 

(No. of Children) 

c.   What are the ages of those of your children WHO DEPEND UPON YOU FOR SUPPORT?   List the 
number of children in each age group. 

Under 5. 
(No. of Children) 

-12. 
(No. of Children) 

13-18. 
(No. of Children) 

Over 18, 
(No. of Children) 

d.   Please check on this list all other persons who are dependent on you for support. 

Wife D 1 

One parent or parent-in-law D 2 

Two parents or parents-in-law \_\ 3 

Other (please specify)  Q 4 

66/9 

67/9 

68/y 

69-70/9 

71-72/9 

MP 

73/9 

Wy 
80/1 
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□ n B      li.   MILITARY CAREER AND RETIREMENT INFORMATION 

9.    n.   Are yon retiring voluntarily, or on a mandatory basis? 

1 could have continued on active duty, but chose to retire voluntarily. U  ' 

I could hf   -: continued on active duty, but felt that I would probably 
be forced to retire before too long. 1—I 2 

I am a reservist being involuntarily released from active duty. 1—1 3 

I am retiring on a mandatory basis for failure of selection for promotion. |_J 4 

I have reached the mandatory retirement age. I—I 5 

1 was not accepted for reenlistment. I—I 6 

1 am being retired for disability.   (Please specify the nature of your |_J 7 
disability)^  

b.   On what date are yau actually scheduled to retire? 

(Day) (Month) 

(ANSWER 09c and Q9d ONLY IF YOl' HKTIRKD VOLUNTAKILV.) 

c. When did you set a date for your retirement? 

Less than 3 months ago        LJ  1                         9-12 months ago LJ i 

3-6 months ago                          LJ  2                           1-2 years ago Q 5 

6-9 month? ago                         LJ  3                          Viore than 2 years ago LJ b 

d. Why did you decide to apply for retirement?   (CIIF.CK ALL APPLICABLE HEP1.1LS.) 

I was dissatisfied with my job or working conditions in the Tervice. I I y 

i saw no opportunity for further promotion or advancement in the service. ! |  x 

Too much uncertainty concerning promotion, retention or benefits. I I o 

1 (or my wife  family) wished to avoid separations due to foreign or sea duty. LJ  1 

I (or my family) had personal problems (e.g., health, education, etc.) that I 
could not handle while in the service. I ) 2 

There is a specific job in civilian life that I wish to lake on. LJ 3 

I think it is better to make the transition to a civilian career earlier than 
later. G 4 

1 think opportunities for me are generally greater in civilian life than in 
continued military service. LJ $ 

My service income was inadequate for my needs. LJ (, 

Oilier reasons (please  specify)  
 :  GT 

1 1 
1 I 
1 1 
i E 
1 I 
1  I 

H/9 

t      1 
i      1 
1      1 
I      1 

"'        I      I 
1     1 
i      1 
1      1 
1      I 
i  ! 
i  1 

*    1   1 
10/9       1      «■ 
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0.     What is your own estimate of your PHYSICAL qualifications for military duty at the present time? 

Exceptionally well qualified for unrestricted duly, 
including duty requiring a premium on top 
physical condition. I I 1 

Qualified for all assignments, except those demand- 
ing exceptionally good physical condition. I I 2 

Qualified for limited duty only. Q 3 

Not physically qualified for military duty. Lj 4 

1.     a.    During the years 1946-1950, did you ever seriously consider leaving the service? 

Yes        Ql No Da 

b.   During the years 1953-1958, did you ever seriously consider leaving the service? 

D4 No      Ds 

12.     a.   At what point in your military career did you definitely decide to stay until retirement? 

At the time of, or before, first enlistment. I   11 

During first four years of active duty. I   I 2 

Sometime between fifth and eighth year of 
active duty. LJ 3 

Sometime between ninth and twelfth year of 
active duly. I U 

Sometime between thirteenth and seven- 
teenth year of active duly. LJ .r) 

After eighteen or more years of active duty.      lie 

b.   Would you advise a son of yours to seek a career in military service? 

Would definitely advise him to do so. LJ 1 

Would probably advise him to do so. I 12 

Would not make a recommendation either way.  I 13 

Would probably advise against it. I U 

Would definitely advise against it. LI 5 

11/9 

12/3 

13/6 

14/9 

15/9 

• 
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12.     c.   How important were each of the following reasons in leading you to make your career in the armed 

forces? 

REASON 
HOW IMPORTANT TO YOU 

VERY   SOMEWHAT NOT VERY 

DOES NOT 
APPLY 

a. Tradition of military service is strong in my 
family 

b. Attracted to a military career since childhood 

c. Kniisted first when other job opportunities 
were scarce 

d. First volunteered, drafted, or recalled to active 
duty during World War II 

e. Opportunity for education and training in the 
service 

f. No satisfactory job available when I considered 
shifting to civilian life 

g. Feel I was naturally cut out for military life 

h.   Financial security 

i.    Doing something to fight communism 

j.    Like flying or sea duly 

k.   Wife enjoyed service life 

1.    Distaste for money-grubbing aspects of 
civilian life 

m.  Opportunity to be of service to my country 

n.   Fellowshif  among service people 

o.   Opportunities to exercise leadership and 
responsibility 

p.   Chances for travel, adventure 

Do D i D 2 Da 

Ds De D 7 DB 

Do D . D 2 D3 

D5 Da D 7 Ds 

Do D i D 2 D 3 

Ds D6 D v D 8 

Do Di D 2 D3 

Ds De D 7 De 

Do D . D 2 D 3 

Ds D6 D 7 D 8 

Do D . D 2 D 3 

Ds Da D 7 D B 

Do D i D 2 D 3 

Ds Da D 7 D8 

Do D i D 2 D3 

Ds D- D 7 Da 

Of all the reasons, which do you consider the three most important?   (Use letter code preceding the 

.most important .2nd most important .3rd most important 

16/4 

17/9 

18/4 

19/9 

20/4 

21/9 

22/4 

23/9 

24/4 

25/9 

26/4 

■27/9 

28/4 

29/9 

30/4 

31/9 

Alpha 

32-34/0 
80/2 

t     I 

t E 

1 

I I 
I I 
I I 
I I 
i i 
f i 
I i 
i 1 
i 1 
i i 

-8- 
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8 1 
II 1 
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■   ■   B   ■       III.   EDUCATIONAL INFORMATION      ■   ■   ■ 

3.    a,   Please circle the number of years of schooling you completed BEFORE vou entered the service. 

2 3 4 H        9 10 11 12 13 14 16 or more 
years 

b. Where were you liviiif; al the time you completed the pradc checked above? 

In a major metropolitan center (city 
and suburbs,   1 million or more) LJ   l 

In a large city (100,000- 1 million) 
or its suburbs LJ   2 

In a small city (2,500-100,000) D   3 

In a small town or village (less than 
2,500) D   4 

On a farm CJ  5 

In a federal installation or base [J  6 

c. In what slate were vou living when you completed the grade checked above? 
(Slate) 

d. Did you graduate from high school BEFORE YOU ENTFRED THE SERVICE? 

Yes       D 1 No       □ 2 

e. Please list all TECHNICAL, VOCATIONAL, or COMMERCIAL schools which you attended before 
entering the service.    (DO NOT I.IST YOl'H HIGH SCHOOL Oil COLLEGE HERE.) 

NAME OF SCIIOOI. 'RINUPAL FIELD OF STUDY DATES ATTENDED 

19     to  19_ 

19     to   19. 

f.   Do you now bold any of the following d on ing degrees? 

H.A. or B.S. D: 
VI. A. or M.S. D2 

Ph.D. D3 

M.D. D4 

L.L.H. Ds 
None of the above D* 
Other (specify) 

m 
31/9 

Specify field of study 

Specify field of study 

Specify field of study 

Wy 

9/9 

10-1 t/y 

12/9 

13-21/y 

22-30/y 

■ ■■ . 
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3.    g.   Please list all colleges or univei-silics you ntlended HKI-'niiK KNTKUINC T1IK SHIUICK.   Give 

dates attended, major field of study, degree recciv.:d, if am, for eaili institution.   (NOTKi  SKHVU'.K 

ACADEMY CHADIATKS l'I.KASK I.IST T1IK INFOHMATION AHOI'T T.'IKIH ACAUKMY IN THIS Ql'KSTlON.) 

NAME OF INSTITUTION 
I'TU,- 
TIMK 

STUDENT 

PAHT- 
TIMK 

STI'DKNT 
DATKS ATTENDED 

MAJOR FIELD 
OF STUDY 

DEGREE 
RECEIVED 

19     tu   19 , 

19    lo   19 

19    ..   to   19 

14.     a.   During your active duty career have vou ever studied al a civilian institution as a full-time, govern- 

ment sponsored student? 

Vcs        Di No        D2 

[f yes:  Please list the institutions, dales attended, major field of study, and degrees received, if any 

NAME OF INSTITUTION DATKS ATTENDED MAjOIl  FIELD OF STUDY DECREES RECEIVED 

19    lo   19  

19     10   19  

19    to   19  

b.   During vour active clul\  career have vou ever studied al civilian academic, commercial, or technical 

institutions as a part-time student, paying all or part of vour own expenses? 

Ves D No       D; 

If yes:   Please list the institutions attended, dales attended, major field of study, and degrees 
rcceived, if anv. 

 1  

NAME OF INSTITUTION     i     DATKS ATTENDED MAJOR  FIKI.I) OF STUDY DECREES RECEIVED 

19   to  19  

19    to   19  

19    to   19  

c.    During your active (l,il\   career have vou ever taken am inililarv correspondence courses? 

Ves D 1 \o D 2 

If yes:    Please list the ionises taken, period of enrollment and degrees received, if anv. 

COURSES TAKEN DA IKS KM10U.KD DECREES RECEIVED 

19  lo  19 

19   to  19 

19    to   19 

-10- 

41-M/y 

1)3-7:1 v 

HO/3 

7/9 

B-17/y 

lft-27 y 

2n-37/y 

3H/9 

39-48/y 

■VKiV. V 

80/4 

7 9 

(t-1 r./v 

16-23/y 

24-31/y 

0 
I 
I 
I 
I 
I 

i 

I 

i 

II 

i 
I 

I 

1 

I 
3 

0 
1 

1 

»  1 
.^JUiaWaf 
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14.     <!•   I'leiisü list ;ill servic« schools attended during your military career,   (live name of scliool, dates 
attended, Iciiglli of course, and .subject .studied or oecupntion ^ ou were being trained for.   (See 
page        for list of militurv occupations.    (OMIT COt'HSKS OF I.KSSTHAN 4 WEEKS DURATION.) 

,  

LKNGTI1  OF SUBJKCT STUDIL'D 
NAMK OF SKUVICI : sciiooi. DATES A'l'TKNDKD COI'llSK IN 

WKKKS 
OR OCCUPATION 

TRAINED FOH 

19__ to   19 

19_ to   19 

19  to   19 

19 lo   19 

19 to   19 

\OTK: OIKSTION Ik HF.hOW APPI.IF.S ONLY TO TIIOSK INDIVIDUALS WHO WRRE IN A 
CIVILIAN STATl S i'OM SOME PERIOD BETWEEN THEIH bliiST ENTRANCE INTO 
MILITARY SEHMCE AND THEIR RETIREMENT. 

c.   During tliis [icrind when von were      'ivilian did vou attend any educational institutions? 

Yes D No D2 

If ves:   Please list the institutions attended, dales attended, major field of study, and degrees 
recei ved, if an v. 

NAMK OF  INSTHTTION DATKS ATTKNDKD MAJOR  FIFI.D OF STUDY DKGREF RECEIVED 

1()    to   19  

1')    to   19  

a.    After you  retire  do  vou  have  plans   to  take   any   educational  or  leehnieal   training 
course s? 

Ves D No D 2     {SKIP TO 016.) 

IK  YKS:   I'I.EASK WVK  I5KTAI1.S   \S TO T1IK TYl'F. Of COIIISKS OK   IHAIMNC  VOf  AUK  I'l.ANNINC, TO 
TAKE,  AN!) THE  AI'I'llOXIMATK.  DATE  Y(Jl    IM,AN  TO KNIIOI.K  IN  SCIIOOI.. 

Hale of planned enrollment: 
(Mnlllll) (Year) 

b.    Do \ 011 plan to obtain an academic degree? 

Ves Dt No       D 

• 11- 

41-49/y 

,VKri»/y 

r>'Mi7/y 

f)fl-76/y 

77-78/y 

80/5 

7/9 

B-lH/y 

19-2)/y 

30/ 'I 

;i !-:!.■) y 

:i«7/y 

nyo 

■ 

■■. 

• 

j -   f 

' 

, 1 
.:               I 

. i il         1 
J',     _-J ßl 

_ — ■       "Drrcfwm'* 
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-■■ 

15.     c.   If yes:   What type of degree?   (i.e., BA, BS, MA, MS, Pli.d.) 

(Type of Degree) 

(Field o( Study) 

15.    a.   PLF.ASF ANSWER THIS Ql'KSTION BY l'SINT. T11K APPROPRIATF NUMBERS ON THE I.IST OK 
VIILITARY OCCUPATIONAL SPECIALTIES AT  IHK BACK OV nilS QUESTIONNAIRE, 
PAGES 35 AND 36, AND BY WRITING IN Till'. NAME OK LACH SPECIALTY. 

In which job sjiecialty (rating) did you work for the longest period of time? 

(Longest Specialty) (Code) 

b.   In which specialty are you working now': 

(Current Spn ially) (Code) 

c.   In which other job specialties Jid you spend a substantial amount of time during your service 

career? 

Specialty (I) (Cod") 

Spcriall) {2) (Code) 

d.   Compared to all other assignnu-nls. hou much personal satisfaction did you derive from your work 

in the speciallies listed below? 

SPKCIALTV 
OTHER OTHER SPKNT CURRENT 

SPKC1ALTY SPECIALTY LONGEST SPECIALTY 
TIMK IN 

(1) (2) 

The most salisfat tor\  of all 

Not much different from most 

The least satisfactory of all 

Di a 5 Di Dr, 

D^ G- a. D. 

Di D: D3 DT 

V. H 57'.» 

-12- 

39/9 

«H2/y 

43-15/y 

■Unl«, y 

•IMl y 

S2-M/y 

80/ h 

11'  I 
II    I 
f; I 

B 
B 

B 
D 
Ö 

1 i 

1 s 
i i 
i s 
ii ö 
i i 
i i 
i i 
I i 
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D   n   D   □        IV.    PREPARATION  FOR RETIREMENT        9   B   ■   ■ 

17.     When did you first begin lo make some specific plans about what you would do after vou retired? 

Still have not made definite plans I I y 

Three months ago or less I I x 

About six or seven months ago I I o 

About eight to ten months ago I ) l 

About a year ago LJ 2 

About two years ago I | 3 

About three years ago I | 4 

About four years ago I | 5 

Five years ago or more LJ 6 

Have always been planning for it I I 7 

18.     a.   Have you received any personal counseling regarding second career employment?    (CHECK  ALL 
APPLICABLK HEPLIES.) 

No 

Yes, from Armed Forces (please specify) 

\ es, from U. S. or stale employment service 

Yes, from professional vocational counseling or 
employment agency 

Other (please specify)    

Lh 

Dc 

b.   Have you been provided vet with any pamphlets published by your branch of the service for 
orienting people who are a'ioul to retire? 

Yes D No D: 

c.   Do you feel you know all vou need to know right now regarding laws and regulations that may 
place restrictions on your employment as a retired servicem-in? 

I feel almost completely uninformed about such matters. LJ 1 

I have some information, but feel I should know more about it. I   I 2 

I feel I know all I really need to know about these laws and 
regulations. 

-13- 
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7/9 

Ml 

8/9 

9/9 

10/9 
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IB.    (1.   Do you think the military seivites are doing enoupli in the way of couiiselinp and infonnalion 

services in trying to help men who are about to retire, make the transition to emplovnienl in 

civilian life? 

Service is doing enough. 

Service should do more. 

Service should do much more. 

D. 

1 do not know how much the service is doing. I It 

e.   If you believe that the military departments should do more in the way of preretirenienl counseling 

and information services regarding civilian employment, please indicate the additional types of 

assistance that should be offered.  

19.     a.   Prior to your last assignment, did you have any assignments that you had sought because they 

might give you valuable experience for jobs after vou left the service? 

No, never had much choice about my assignments. 

No, 1 did not consider postreliremenl in rating assignments. 

Yes, had assignments for education or technical training. 

\ es, had operational, nontraining assignment(s). 

'l es. had both training and operational assignments. 

).   Did you have an\  choice in the matter of vonr final assignment? 

Do 

Di 

Da 

D.. 

No 

N es, but verv limited 

^ 

Ws, final assignment was the choice, 

or one of my choices from a large 

number of possibilities. 

Do 

DT 

D« 

AVSWKH 0I9e ONLY IF YDl'  ANMVKIiKD YKS TO 01%. 

Did postreliremenl considerations enter into your choosing your final assignment? 

No Di 

'l es, picked assignment in geographic area in which 1 

intend to live after retirement. I   I ■; 

'l es, picked assignment where I could parsuc education. I I:) 

D.. 
1 es. picked assignment which would provide vnlnn 

experience. 

\ es. desired assignment which was convenient for making 

job contacts. D i 

11 'i 

12 '1 

i;i/r. 

14/9 

Ml' 

15/9 

■14- 
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20. How much do you think your training and experience in the service will help von in work you niiplil 
want to do after retirement? 

Will probably help a great deal. U l 

Will probably help somewhat. I    I 2 

Will probabU  help verv little. I   I ■< 

Have no idea how much it will help. I   1.1 

21. a.    The following list describes broad skill areas for mam   civilian jobs.    In each area check whether 
you feel that you have any qualifications, either because of your service experience and training, 
or because of your civilian education   and experience. 

QUALIFIKD 
Tnnaucn SKILLS 
ACOniiKD  Wllli.K 
IN  T1IL SKHMCL 

(INCLI'DK EDUCA- 
TION   & TUAININC 

WIIILK IN 'IHK 

(.)!' ALIFILI) 
'rUHOl'GII 

NONSKHVICK 
KDUCATION 

&  KXPKHIKNCK 

NOT 
(.)!■ Al.ll'li;!) 

SKHVICK.) 

Aviation 

Administration 

Law (Contract Specialist included in this 
one) 

Guided Missile and Hockets 

Engineering (professional) 

13. 

14. 

IS. 

16. 

17. 

18. 

Kngineering aids (in< iuding surveying and 
drafting) 

Teaching 

Public Melations 

Transportation and Commerce (including 
the operation of highway and marine 
vehicles) 

Physics and lielated 

1 .anguages 

Covernmenl 

Personnel Administration 

General Clerical 

Sales 

pi nance 

Chemical 

Productinn 

Dv 

Do 

□ v 

D2 

Dr, 

Dv 

D2 

D« 
Dv 

D-. 
D.. 

Dv 

D2 

D. 
Dv 

D2 

D- 

D^ D<. 17 1 

D3 D.i in r, 

D: D« l« i) 

D. Do 20,1 

D. D4 21 r, 

D: D« 22/i) 

Dx Do 211 

D3 D, it, r> 

» 

D: DH 25/'J 

Dv Do 2t)/) 

P. D, 27 ri 

D: DH 2)111 

D« Do 2<l/l 

D:, D.t :i(i/r, 

Dr D« ■M 'i 

D, Do ,12 1 

D:, D., :a/r, 

D: DH :i.t,') 

((^nnI'd lo f>(ifi< 16) 

16/y 

1 

>y -.   -tt\«0mMninmt*afuaMmi!!Bmat»miaM^mn^^ii=^^'*^yrt»tnwwm\i''i» 

■ 'S 
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11.     a.   [Continued from page 15) 

QUALIFIED 
THROUGH SKILLS 
ACQUIHfclD WI1ILK 
IN THE SERVICE 

(INCLUDE EDUCA- 
TION   & TRAINING 

WHILE IN  THE 
SERVICE.) 

QUALIFIED 
THROUGH 

NONSERVICE 
EDUCATION 

&  EXPERIENC 

NOT 
QUALIFIED 

19. Mechanical work (including repair and 
maintenance of motor, air or marine 
vehicles and engines) 

20. Ship Building 

21. Agriculture 

22. Ordnance 

23. Atomic Knergy 

24. Rescnrch-Development 

25. Organization and Methods 

26. Construction (including all the buildint 
trades and construction machine 
operators) 

27. Industrial Relations 

28. International Relations 

29. Social and Welfare  Work 

30. Mathematics 

31. Communications 

32. Kconomics 

33. Accounting 

31. F.lectronics 

35. Supply and Procurement 

36. Writing 

37. Photography 

38. Security 

39. Medicine & Hospital 

10. Kleclronic (Jala Processing 

41. Club & Kood 

Dy 

G 2 

□ ft 

Dy 

D2 

a 6 

Dy 

D2 

Oc 

Dy 

D 2 

Dt. 

Dy 

D2 

D<. 

Dy 

D2 

□ 0 

Dy 

D2 

D<. 

Dy 

D2 

Dx Do 

D3 D.i 

DY DR 

D x Do 

D3 D.i 

Dy DH 

D x □ 0 

□ , D.J 

□ 7 D« 

D x □ 0 

D3 D.i 

D7 D« 

D x Do 

□ ^ D.i 

D 7 DH 

D x Do 

D.1 D .. 

□ 7 DH 

a x Do 

□ 3 a i 

□ 7 DH 

D x Do 

□ 3 □ ■t 

■16- 
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21. b. Of all these skill areas select three for whi'h you consider yourself best qualified. (USE NUMBERS 
PRECEDING THE SKILL AREA; FOR EXAMPLE, '.F YOU CONSIDER YOURSELF B",ST QUALIFIED FOR SHIPBUILD- 
ING WRITE "20" NEXT TO BEST QUALIFICATION.) 

Host qualification  

2iid best qualification. 

3rd best qualification. 

c.   Of all these skill areas, which are the three in which you think a civilian job would be most satis- 

factory  to you?    (USE NUMBERS PRECEDING THE SKILL AREA.) 

Most satisfactory  

2nd most satisfactory. 

3rd most satisfactory. 

22. a.   All in all, how much do you feel the service has utilized your skills and abilities? 

A great deal Q y 

Somewhat LJ x 

Very little □ 0 

Not at all □ i 

b.   Do you expect to be able to utilize your skills and abilities in civilian jobs to a greater or lesser 

degree than you did while in the service? 

Much greater utilization  in civilian jobs O^ 

Somewhat greater utilization in civilian jobs CD 4 

About the same amount of utilization in civilian jobs P) 5 

Less utilization in civilian jobs D 6 

Much less utilization in civilian jobs LJ 7 

I will not be able to utilize my skills and ab'lities at 

all in civilian jobs CU R 

23. What kinds of Veterans Administration (VA) benefits have you used or plan to use? 

HAVE USED USING NOW PLAN TO USE 

Educational allotments 

VA approved home mortgage 

VA approved business loans 

Other (please specify) 

Dv Dx Do 

02 Da D4 

D6 DT Ds 

D Dx D, 

58-59/y 

«Hil/y 

6263/y 

(>K).r)/r 

66<)7/y 

68-(»/y 

70/2 

71/9 

72/1 

73/'.. 

74/9 

75/1 

80/7 

-17- 
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□  E O       V.   RETIREMENT  PLANS 

24.    a.   What will your monthly retirement pay be?       8. 

b.   Where will v >u reside immediately after you retire? 

(City or Town) (State) 

c.   Will this residence be permanent or temporary? 

I definitely plan to settle there permanently. (U o 

I intend to settle there permanently, but it wil 
depend upon employment opportunities. 

I may or may not settle there permanently; 1 
have no strong commitment to residing at 
this particular place. 

D i 

D2 

D3 This is a temporary residence only, 

d.   Where do you expect to be living three to five years after you retire? 

Same place ae mentioned in Q24b. D 5 

Some other place please specify)  

 □ 6 

Uticertain as io place Q 7 

25.     a.   What is your current housing? 

I live in my own house. CD y 

I live in a rented house or apartment. D x 

I live in government supplied quarters. CD 0 

b.   What do you plan to do with respect to housing after retirement? 

Live in a house I own CD 2 

Buy a house here CD 3 

Buy a house elsewhere CD 4 

Rent a house/apartment here CD 5 

Rent a house/apartment elsewhere D 6 

Other plans (please  specify)  

 Dv 

-18- 
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26.    a.   How important are EACH of the following factors in YOUR DECISIONS concerning your place of 
residence following retirement? 

0 

ll 

l'l 

1 
I 

I  0 

VERY 
IMPORTANT 

SOMEWHAT 
IMPORTANT 

NOT  VERY 
IMPORTANT 

OF NO 
RELEVANCE 

TO ME 

a. Availability of the kind of job I would 
like to have □ 0 

b. Availability of nearby military medical 
facilities D 5 

c. Availability of other military facilities 
(commissary, PX, Officer's Club, 
recreation, etc.) Q 0 

d. Congenial climate and natural resources CD 5 

e. Good elementary and secondary schools ö 0 

f. Nearby college or university where [ can 
study LJ 5 

g. Nearby college or university where my 
children can study LJ o 

h.   Desire to be in a community in which I 
(or my family) feel at home LJ 5 

i.    Already own home at place I wish to 
live Do 

j.   Investments (other than home) at place 
I wish to live Ü2 5 

k.   Area of low living costs I—1 0 

1.   Job opportunities for my wife and/or 
children I—I 5 

m. Presence of relatives and/or friends 
in the area LJ 0 

D i 

D6 

D i 

D 6 

G i 

De 

D i 

D6 

D i 

D 6 

D i 

D 6 

D i 

D2 

D? 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

D3 

Ds 

D3 

Da 

D3 

Ds 

D3 

Da 

D3 

D a 

Da 

D 8 

Da 

b.   Of all these factors listed above name the three most important.   (USE LETTER CODE PHECEDING EACH 
FACTOR.) 

Most important 

2nd most important. 

3rd most important. 

27.     a.   What is your present monthly service income?    (INCLUDE YOUR BASE PAY, ALLOWANCES, SPECIAL AND 
INCENTIVE PAY, BUT EXCLUDE ANY NONMILITARY INCOME SUCH AS FROM INVESTMENTS, RENTS, PART- 

TIME JOBS, ETC.) 

18/4 

19/9 

20/4 

21/9 

22/4 

23/9 

24/4 

25/9 

26/4 

2V/9 

28/4 

29/9 

30/4 

Alpha 

31/n 

32/n 

33/n 

3*-37/y 

-19- 
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27.    b.   Can you estimate what percentage of your total family income (luring this past year came from the 
sources listed below?   (Give rough percentage estimates.) 

Military pay 

Part-time work and commissions 

Investments, rents, etc. 

Wife's work 

Other (please speci'y)  

Total 
(100%) 

c.   During the past five years have you ever supplemented your service pay by earnings from part- 
time work? 

No Do 

Yes, regularly Q 1 

Yes, quite often U 2 

Yes, but only occasionally D3 

d.   If you have worked part-time during the past five years, please indicate what type(s) of job(s) you 
have had by selecting the appropriate one on 'he list of civilian occupations at the back of this 
questionnaire. 

Occupation Code Number 

e.   Has your wife been employed during the past five years? 

Yes, held a full-time job all or most of the time. Q] 5 

Yes, held u part-time job all or most of the time. CD 6 

Yes, sometimes worked but was mainly a housewife. [j 7 

No, wife has not worked at all. D 8 

28.    a.   Immediately following retirement what do you expect will be your main sources of family income? 
(Give rough percentage estimates.) 

Retirement Pay 

Earnings from work or commissions 

Funds from investments, savings, 
rents, etc. 

Earnings from wife's work 

Unemployment compensation 

Other (please specify)  

Total 

-20- 

(10050 

38-39/y 

4(Ml/y 

4'M3/y 

4<M5/y 

4fr47/y 

48/4 

49^1/y 

5M4/y 

5&57/y 

58/9 

SWO/y 

6i-62/y 

I! 

6^64/y u 

6M6/y 

67-68/y 
1 
S 

69-70/y 

0 

c 



■ . .j£^d jmU£. 

9 
B 

0 

28.    b.   What are your expeclalions with regard to total family income in the future conipared to your 
family's income during your last year of active duly? 

Expect to be much better off 

Kxpcct to be somewhat better off 

Should be about the same 

Kxpcct to be a little worse off 

F.xpecl to be much worse off 

1ST YEAR 5 YEARS 
AFTER AFTER 

RETIREMENT RETIREMENT 

Dy D4 

Dx Ds 

Do De 

Di Dv 

D2 Da 

71/3 72/9 

c 

29.    All tilings considered how satisfying do you expect your life to be during the next five years as com- 
pared with the past five years? 

Much more satisfying Dl 

Somewhat more satisfying D2 

About the same, in sonic respects 
belter, in others worse Ds 

Somewhat less satisfying D4 

Much less satisfying Ds 73/9 

Q 

Ö 

0 
8 
i 
e 
8 

30.   Do you have any ideas now regarding how long you will continue to work? 

Yes, as long as I am able to hold 
a decent job. Dl 

Yes, until I reach 50. D2 

Yes, until 1 reach 55. D3 

Yes, until I reach 60. D4 

Yes, until I reach 65. Ds 

Yes, until I reach 70. De 

Yes, until lamily needs are provided 

for and 1 am well-off enough to 

retire comfortably. D7 

I have not given it much thought. Da 

-21- 
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31.   What are your plans immediately after you retire from the service?   (CHECK ALL APPROPRIATL ANSWERS.) 

a. I will be self-employed. CD '■ 

b. F already have job waiting for me. VJ 2 

c. I plan tj be looking for a full-time job 
immediately after I retire. LJ 3 

d. I plan to take an extended vacatif.n, then 
I will look for a job. LJ 4 

e. ! plan to be a full-time student. d 5 

f. 1 plnn 'o be a part-time student. L] 6 

g. I plan to work part-time onlv. U 7 

h.   I do not have any definite plans for my 
retirement period at this time. LH H 

SELF-EMPLOYED ONLY 

FOR THOSE WHO CHECKED THE FIRST ITEM IN 031 (31^:  IF VOIJ ARE GOING TO BE SELF- 
EMPLOYED, PLEASE ANSWER THE FOLLOWING QUESTIONS: 

32.   a.   What type of work will you be doing?    (please specify)  

b.   What will be your annual income from this source?   (Please give rough estimate.) 

c.   You have now completed the  questionnaire.    Please mail in  the  attached self-mailer which 
requires no postage.   Thank you  very much for your cooperation.    Please check the box below 
if you wish to be informed when the survey findings become available. 

Yes Ü1 No D2 

JOB SEEKERS AND STUDENTS ONLY 

ALL OTHERS (THOSE WHO DID NOT CHECK ITEMS 31a OR 31b), PLEASE ANSWER 
THE QUESTIONS ON THE SHEETS WITH RED BANDS ONLY,  pp 23-28. 

JOB HOLDERS ONLY 

THOSE WHO ALREADY HAVE A POST RETIREMENT JOÜ WAITING FOR THEM (THOSE 
WHO CHECKED THE SECOND ITEM IN Q31, 31b), PLEASE ANSWER THE QUESTIONS 
ON THE SHEETS WITH BLUE BANDS ONLY,  pp 29-34. 

MP 

73/9 

76-77/y 

78/y 

79/9 

80/8 

-22- 
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(FOR THOSE WHO WILL BE  LOOKING FOR A JOB, OR MIGHT BE  LOOKING FOR A JOB) 

\Mial type of job dn you think you would like to have after you retire?   Please indicate three 
types nf jobs you would like to have by checking the nppropriale jobs :.n the civilian occupation 
li.-a .i! the end ol the questionnaire.   List your choices below in order of preference. 

'1.     Whal kind of emplover uould you like to work for after retirement? 

1'UKI- KllllKH     ACCKPTABLK JNACCKPTABLK 

a.    I .arye business (o\er 1.00(1 emiilovocs) 

li.   Medium-si zed business (."iO-l.()0() emjdovec 

i .    Small |msinnss (fewer than ,'0 employees) 

d.   College or 1 niversil\  (publir or private 
including junior colleges and lechnical 
schools) 

c, Seiondan or elennentan sehoois (public 
nr private) 

f.     Medic al  inslilutions 

ii.   Other private organizations (including 
trade associations, religious orgnni/a- 
lions, foundations, research institu- 
tions, etc.) 

li, h'ecleral (lovcmtnenl (excluding schools 
or medicnl institutions to be checked 
above) 

1.    State or local govemment (excluding 
s 'holds oi medical institutions lo be 
checked abov c) 

j.   Other (please  spciifv)  

Dy Q> Do 16/1 

G  2 Da D  4 17/5 

D . D  7 DM 18/9 

□ y 

G., 

Gx 

Da 
D7 

D o 

D4 

DM 

Gv Gx Do 

D2 G . D  4 

Do G ; DM 

Gv D v Do 

;i.     a.   If you are planning to ^et a job after relireiuenl. what is the minimum AWl'AI, SALARY you 
would he prepared to accept? 

Whal AWL Al, SALARY do you actually expocl to i-iun in your first job after retirement? 

[,     a.   Prior lo retirement, have von made any systematic efforts lo locate a job?   (For example, by 
mailing out resumes, contacting employment agencies or employers) 

\o D i 

^ es, I started during the last 2 months 
prior to retirement. D2 

Yes, 1 started during the last 1 months 
prior lo retirement. Da 

[(Jucsliiin ■Ui Continued on page 24) 
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19, 1 

20/5 
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23/5 
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5/1 

2fr30/y 

ai-as/y 
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4.     a.   {Continued from pngr. 23) 

Yes, I started duriiig the last 6 rrionths 
prior lo retirement. D ■! 

Yes, I stalled duriiif>; the last year prior 
lo retirement. D :> 

Yes, I started more than 1 year prior lo 
retirement. D o 

1).   How soon do you expect to locale a suitable job aftci von start niiive job-seeking? 

Less than one monlli later LJ y 

From   l-.l rnimtlis later U x 

[•Vom 4-6 months I iler D i) 

More llian 6 months later D 1 

1 have no idea how long it will take LJ 2 

c.   After vou leave the service, how difficult do you think it will be to find a job eqiuil to your 
present one?   (Kqnal as to pay, satisfaction, benefits, interest and challenge.) 

Very easy D 1 

Lairlv easy U 5 

Fairly difficult □ 6 

Very difficult D 7 

1 don't know how difr nil il would be               LJ (t 

5.    If you plan to work, how important do you think LACH of the following will be in helping you 
find a job? 

VKin 
IMl'OUTAVr 

SOMKWH AT 
IMPORTANT 

NOT VKliY 
IMPORTANT 

OF NO 
IMPORTANC 

hollowing newspapei ads 

Lsing placement registers of retired 
military organizations 

United States Employment Service 

Private employment agencies 

College or universitv placement 
services 

The service in which you are now 
serving 

Relatives 

Friends vou knew in the service 

Other friends and acquaintances 

Preparing resumes and mailing them 
lo likely job prospects 

D o 

D -. 

D ü 

D 5 

D o 

D i 

D  6 

D i 

Dr. 

D i 

D 2 

D7 

D 2 

D7 

D  3 

Ga 

D:i 

DH 

Da 

Ds D   6 D   7 DH 

D o D i D2 D:, 

D  5 D   6 G7 DH 

D« D t D2 Du 

Dr. Do 07 Da 

39, -t 

.111 <) 

■11   t 

.12 '1 

U 9 

«  1 

i 

i 
i 

i 
•in, 9 

-2.1- 0 
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(>.    Wlial will you he looking f<ir in ii job?   In porlicular how much consideration will you be giving lo 

each of ihr following factors? 

0 

Q 

0 

Ö 

0 

e 
0 

Q 

D 
I 
B 
s 

VKHY 
IMPOHTANT 

TO MK 

SOMKWIIAT 
IMPOHTANT 

TO MK 

NOT VKHY 
IMPOHTAN'I 

TO MK 

tl,    OpporlunitN   lo nsr in\  niilit:i'\   skilh 

1),   Working wilh people ruthcr than 

things 

i . j- .lining at least Sfi.()()() 

tl. K.arning al least SiO.OOO 

e. [•'.aming .it least SIT).000 

f. Being free from supervision 

g. Opporlun11\   for lra\el 

h.   I sing educational background 

i.    I mating in a specific geographic 

area 

j.    Chance for advancement 

k.   (.clliiifi a job covered bv Soi ial 

Sccurilv benefits 

!.    (.cliing a joli covered In  pension 

in.  ()ppoili]nit\  losU|ier\ise 

n.   A job in winch influential deci- 

sions are made 

o.   Avoid being away from home 

p.   Regular hours with free lime to 

pursue own interests 

q.   Friendly, noncompetitivc working 

relationships 

r.    A job that is highly respected in 

the community 

s.   A job ihnt performs an important 

service for the communilv 

Do 

Dr. 

Dn 

D-. 

D r, 

D n 

Dr, 

Do 

D-. 

Dn 

Dr. 

Do 

Ds 

Do 

Ds 

Do 

Dr, 

Do 

Di 

Dr, 

D i 

c>. 

0 i 

Do 

D i 

D i 

Do 

Di 

Dn 

D i 

D., 

D i 

Do 

D i 

Do 

Di 

D 7 

D : 

D : 

D 2 

D 7 

D 2 

D 7 

D 2 

D v 

D 2 

D ; 

D 2 

D7 

D2 

07 

D2 

D? 

a2 

NOT 
LOOKING 
KOK THIS 

D 2     D ^ 

Ds 

D 3 

D B 

D:. 

D« 

D:! 

Da 

D:< 

DR 

Da 

Da 

Ds 

Da 

Dn 

DB 

DI 

Da 

Da 

■w/.i 

SO, '■ 

51/4 

52/"J 

r>:i,4 

.ri4/y 

55/4 

Wi/'J 

57/4 

SH/'J 

r,9/4 

60/9 

(il/4 

02/9 

63,'4 

65/4 

66/9 

67/4 

-25- 
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7.    Would you be willing to move to accept a good job? 

Yes D i No D 

If yes:   Wbere would you be willing to accept a job? 

Overseas D v 

Anywhere in tlie Continental United Slates        LJ   ^ 

Most places in the United Slates 

Only in certain areas of the United Stales 
(please specify)  

8.    How do you think your chances of finding a job will be affected 

n a 

WILL 

- ■   —   

DKFiMTKI.V MAY NEIT1IE1I M U m. •INITEI.Y 
WILL DECKEASE INCISE \SK IN cm-: \SE WILL 

DECREASE MY CHANCES Mlli Ml   CHANCM'.S IN 
CItKASE 

MY CHANCES SOMEWHAT DECHEASE 
MY  CHANCES 

SOMEWHA'I \n (11 VNCES 

Your age U  y D  x 

Automation D   i Us 

Stains as a retired 

military careerist D  > \D \ 

Dual compensation 

laws D   . D  5 

Company hiring policies 

and employment 

practices Q  y □  x 

Labor union policies 

and practices U  4 '-J 5 

Personnel shortages in 
certain fields (scien- 
tific, technical, other 
skilled occupations) d  y D  x 

Discrimination against 
members of racial or 
religious minorities D  4 d S 

□ „ 

D.. 

D o 

Do 

D   5 

n i 

LJ 7 

D i 

D : 

G i 

D 7 

n 2 

G H 

G 2 

G H 

G ■-' 

G a 

D  i) D 

Do D r 

G 

G H 

10/'l 

Hy 

l:i/:i 

WO 

I 
i 

!l 

I 

I 
i 

i 

ß 

0 

§ 

-26- 
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ö 

ö 

9.    a.   Are you a member of a racial or relipinus fjroup ilia', is somelimcs subjected to discriminatory 
hiring praclues? 

Vcs        Di No        02 

\eprn 

Oriciilal 

1).   Wliicli racial or religious group(s) arc you a member of? 

Uy                      Orthodox (Russian, (Ircck, etc.) Q 3 

G x                       Jewish CH 4 

Spanish American          Do                       White Protestant Ds 

■Xinerican Indian D i Other (please specify)  

C.alholic                           0 2  Ob 

10.     a.   l)o vou think vou niiphl need additional training to qualify for the kind of work you have in 

mind? 

Yes Dl No Ü: 

'„.   IF ^ l-.S TO 010a:  I'l.KASK Sl'KCIFV LF.NGT1I AM) TVPF OF TRAINING NEEDED. 

15/9 

16/9 

17/9 

INUKHCUAntATK COl.I.KGE 

.Number of years Major subject 18-21/y 

GHAUIATK SCIIOOl. 

. Number of years . Major suhjecl 22-ffi/y 

Ö 

0 
i 
i 
i 
i 
i 

TKCIINICAU SCHOOL 

Please specify vvlial type of school 

 Number of years 

c.OMVKlir.lAl. SCHOOL 

Please specify what type of school 

 Number of years 

ON-TIIK-JOli TRAINING Dl 

OTIIKil  TYIT.S OK TRAINING (please specify) 

-27- 

. Major subject 

Major subject 

26/y 

W-30/y 

31/y 

32-35/y 

36/y 

37/y 
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11.     How well qualified do you think you are to do the kind of work you might want to do Lomparec 
to civilians wijo are doing the same kind of work? 

I am much betlci qualified. 

I am somewhat better qualified. 

I have about the same qualifications. 

1 am less qualified. 

I am much less qualified. 

Other (please specify)  

D i 

D2 

D:) 

D. 

Dr, 

Do 

12.     About how much do von think you will be able to earn after sou leave the service compared to 
what your income has been in sour last scar IM, active duty?    (IK) NOT cut NT VOl'H MIUTAHY 
RETIREMENT INCOME.) 

Much more Ui 

A little more D2 

About the same Da 

A little less D.. 

Much less □ s 

1 have no idea what in\ 

earnings will be D,, 

13.     How much do you believe you will have to earn at a civilian job to be as well off financially 
as you were during vour la;il year in ihr service? 

s  

14.    The questionnaire you have jus; completed is part of a larger study investigating employment 
patterns and problems of military retired.   The next ph..se of the studs' requires job-seekers to 
fill out brief periodic reports until they arc employed.   The maximum period you will be asked 
to make reports is 15 weeks.   All materials and instructions will be sent to you and 'he 
reporting svill require less tha.i one hour a week during the time you are job-hunting.   Are you 
willing to cooperate with this next phase? 

Dt No □.■ 

Thank you very much for your cooperation in the survey.   Please check the box below if yon 
wish to be informed when the findings of the study become available. 

Di No 02 

;!9,"l 

■tUS. v 

«16/9 

47/9 

79/1 

30/0 

-28- 
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(FOR THOSE WHO ALREADY HAVE POSTRETIREMENT JOB) 

1.    a.   How did your firsi contact with this job come about? 

Through on-the-job contacts while on active duty Dy 

Through a Service friend Ox 

Through other friends or relatives Do 

Answered advertisement Ql 

Through a professional employment agency [U 2 

Through the United States F.mployment Service da 

On my own initiative; made application to the firm CU 

Other (please explain)  

  Ds 

b.   When did you first make systematic attempts to locate a job for your postretirement career? 

7/9 

Less than 2 months prior to retirement 

2-4 months prior to retirement 

4-6 months prior to retirement 

6-12 months prior to retirement 

1-2 years prior to retirement 

More than 2 years prior to retirement 

When did you actually accept the job you now have? 

Less than 2 months prior to retirement 

2-4 months prior to retirement 

4-6 months prior to retirement 

6-12 montiis prior to retirement 

1-2 years prior to retirement 

More than 2 years prior to retirement 

Di 

D2 

D3 

04 

Ds 

DO 

Di 

D2 

03 

D4 

Ds 

De 

8/9 

9/9 

D 

2.     a.   Please indicate what type of job you have by selecting the appropriate one on the list of 

civilian occupations on page       at the end of this questionnaire. 

(Occupation) 

b.   What will your job title bc?_ 

c.   When is the starting date of this job? 

(Bay) (Month) 

-29- 

(Code Number) 
10-12/y 

(Year) 
13-14/y 

—, ...j 
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2. (].   WTiat is your annual salary on this job? 

Under 83,000 D 1 

83,000-3,999 G2 

84,000-4,999 Da 

85,000-7,499        D4 

3. a.   For whom will you be working and where? 

87,500-9,999 

810,000-14,999 

315,000-19,999 

820,000 and over 

Ds 

De 

D7 

De 

Name of Employer (Firm) (City) 

b.   What type of work does this employer (or firm) do?    (please explain) 

c.   Please check the appropriate "type of emplover" category; 

Large business (over 1,000 employees) Q] y 

Medium-sized business (50-1,000 employees) O x 

Small business (fewer than 50 employees) Q 0 

College or university (public or private including 
junior colleges and technical schools) Q 1 

Secondary or elementary schools (public and private)       □ 2 

Medical institutions Q 3 

Other private organizations (including trade associa- 
tions, religious organizations, foundations, 
research institutions, etc.) Q 4 

Federal Government (excluding schools or medical 
institutions to be checked above) □ 5 

State or local government (excluding schools or 
medical institutions to be checked above) Ue 

Other (please specify) 

D 

(State) 

15/9 

i   I 

i    I 
16-18/v 

19-21/y 

I 
I 
ß 
9 
i 

22/9 

-30- i 
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ö 
0 
Q 

ö 

0 

4.   When you accepted this job, how important to you were EACH  ONF OF THESE  FACTORS? 

0 

Q 

0 

i 
II 

II 

VERY 
IMPOUTANT 

TO ME 

SOMEWHAT 
IMPORTANT 
TO ME 

NOT VERY 
IMPORTANT 
TO ME 

WAS NOT 
LOOKING 
FOR THIS 

a. Opportunity to use niv military skills 

b. Working with people rather than things 

c. Earning at least 85,000/year 

d. Earning at least 3i0,000/year 

e. Earning at least J15,000/year 

f. Being free from supervision 

g. Opportunities for travel 

h. Using educational background 

i.    Locating in a specific geographic 
area 

j.    Chance for advancement 

k.   Getting a job covered by Social 
Security benefits 

1.    Gettin ^ a job covered by a pension 

m. Opportunity to supervise 

n.   A job in which influential decisions 

are made 

o.   Avoid being away from home 

p.   Regular hours with free time to 
pursue my own interests 

q.   Friendly, noncompetitive working 
relationships 

r.    A job that is highly respected in 

the community 

s.   A job that performs an important 

service for the  community 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Ds 

Do 

Di 

De 

Di 

De 

Di 

D6 

Di 

De 

Di 

De 

Di 

De 

Di 

De 

Di 

De 

Di 

De 

Di 

D2 

Dv 

D2 

Dv 

D2 

D? 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

Dv 

D2 

Da 

Ds 

Da 

De 

D3 

OB 

Ds 

DB 

Da 

Da 

Da 

DB 

Da 

Da 

Da 

De 

Da 

DB 

Da 

23/4 

24/9 

25/4 

26/9 

2V/4 

28/9 

29/4 

30/9 

31/4 

32/9 

33/4 

34/9 

35/4 

36/9 

3V/4 

38/9 

39/4 

40/9 

41/4 

-31- 
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5.    a.   Do you think you might need additional training in connection with this job? 

Yes D 1 No D2 

b.  IFYESTOQSa:  PLEASE SPECIFY THE LENGTH AND TYPE OF TRAINING NEEDED. 

UNDERGitADUATE COLLEGE 

  Number of years 

GRADUATE SCHOOL 

Major subject 

TECHNICAL SCHOOL 

, Number of years Major subject 

Please specify whnl type of school. 

  Number of years 

COMMERCIAL SCHOOL 

Please specify what type of school  

 Number of years 

ON -TUE-JOB TRAINING 

OTHER TYPES OF TRAINING  {please specify). 

Subject 

Subject 

Di 

c.   Have you made any plans for training? 

No D- 

Yes, employer will make arrangements for training. 

Please give details;  

Yes, 1 will make arrangements for training.   Please 

give details: . 

D: 

\es, I have already made arrangements for training. 

Please give details: .  

D2 

Ds 

-32- 

42/9 

■la-^ö/y 

47-60,/y 

51-54/y 

55-58/y 

59/9 

60/9 

61/9 

I 

I 
i 
i 
i 
i 
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6.   Compared to civilians who are doing this same type of wirk, how qualified do you think you are? 

0 1 am much better qualified. D 1 

n I am somewhat better qualifie d. D 2 

u 
I have about the same qualifi :ations. D 3 

0 1 am less qualified. D 4 

Q I am much less qualified. D 5 

7.   If you were 
"                        another job 

A 

to look for another job in the near future, h 
would be affected by? 

ow do you thin k your chances of finding 

1 

1 
DEFINITELY 

WILL 
DECREASE 

MY CHANCES 

MAY 
DECREASE 

MY CHANCES 
SOMEWHAT 

WILL 
NEITHER 

INCREASE 
NOR 

DECREASE 
MY CHANCES 

MAY 
INCREASE 

MY CHANCES 
SOMEWHAT 

DEFINITELY 
WILL 

INCREASE 
MY CHANCES 

■                       Your age Dy                               Dx Do Di D2 

(1                        Automation 

L) 
Di            D 5 De D7 DB 

Status as a 
ca                            military c 

retired 
areerist Dy                   D x Do Di D2 

B 
Dual compensation 

M                            laws Hi            D s D6 D? DB 

Company luring 
„                            policies and employ- 
' !                            ment practices Dy                D x D o Di D2 

Labor union policies 
A                             and practices D4 Ds D6 DT Da 

II 

Personnel shortage 
in certain fields 
(scientific, tech- 
nical, other skilled 
occupations) 

Discrimination 
against members 
of racial or 
religious 
minorities 

D D Do Di 

D* Ds D 6 D7 

D2 

Da 

62/9 

63/1 

64/9 

65/3 

66/9 

67/3 

68/9 

69/3 

70/9 

!1 -33- 
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8.    a.   Are you a member of a racial or religioua group that is sometimes subjected to discriminatory 
hiring practices? 

Yes □ l No D2 71/9 

b.   Which racial or religious group(s) are you a member of? 

Negro 

Oriental 

Spanish American 

American Indian 

Catholic 

Orthodox (Russian, Greek, etc.) 

Jewish 

White Protestant 

Other (please specify)  

Dy 

Gx 

Do 

Di 

D2 

D3 

Di 

Ds 

De 72/9 

9.     What annual salary do you expect to be earning five yee.s from now?   (EXCLUDE MILITARY HETIRE- 
MENT INCOME.) 

73-77/> 

10.    Are you still actively interested in job placement? 

No, I consider the job I have accepted a permanent one. 

Yes, because this is only a temporary job. 

Yes, becejse I do not really like this job, accepted it 
as a stop-gap solution. 

Yes, if the opportunity for advancement or a better job 
becomes  ivailable to me I will probably leave this job. 

Yes, otlur (please explain)  

Di 

D2 

Da 

D4 

Ds 78/9 

YOU  HAVE NOW COMPLETED THE OUESTICNNAIHE. 

Thank you very much for your cooperation in the survey.   Please check the box below if you 
wish to be informed when the findings of the study become available. 

Yes Di No D2 79/9 

80/x 

i 
D 
I 
I 
I 
I 

i 
9 
Ö 

i 

i 
a 
i 

i 
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3 
I 

0 
3 
E 
ö 

i 
i 
3 
i 
i 

i 
i 
1 

LIST OF MILITARY OCCUPATIONS 

A.   OFF-ICERS 

0-01 Command - Maragement 
0-02 Planning 
0-03 Intelligence 
0-04 Communications 
0-10 Engineering 
0-11 Mechanical 
0-12 Electrical-Electronic 
0-13 Aeronautical 
0-U Civil 
0-15 Other (specily) 
0-30 Legal 
0-32 Chaplain 
0-35 Medical & Dental 
0-38 Education & Training 
0-40 Supply 

0-42 Transportation 
0-45 Procurement & Production 
0-48 Food Service 
0-50 Personnel & Administration 
0-52 Comptrollei - Budgeting, Accounting 

and Finance 
0-55 Data Processing & Statistics 
0-58 Public Relations and Information 
0-60 Security 
0-70 Aircraft Pilot-Crew Member 
0-80 Ordnance 
0-85 Maintenance & Repair 
0-90 Research & Development 
0-99 Other (specifv) 

ENLISTED OCCUPATIONAL SPECIALTIES 

DEPARTMENT OF DEFENSE GROUP 

0 INFANTRY, GUN CREWS AND 
ALLIED SPECIALISTS 

01 INFANTRY 
010 Infantry, General 
011 Special I'orces 
012 Military Training Instructor 

02 ARMOR AND AMPHIBIOUS 
020       Armor and Amphibious, General 

03 COMBAT ENGINEERING 
030      Combat Engineering, General 

04 ARTILLERY, GUNNERY AND ROCKET 
041 Artillery and Gunnery 
042 Rocket Artillery 

05 COMBAT AIR CREW 
050 Combat Air Crew, General 
051 Pilots and Navigotors 

1       ELECTRONIC EQUIPMENT REPAIRMEN 

10 
100 
101 
102 

103 
104 

RADIO RADAR 
Radio/Radar, General 
Communications Radio 
Navigation, Communication and Counter- 

measure, NEC 
Air Traffic Control Radar 
Surveillance/Target Acquisition and 

Tracking Radar 

FIRE CONTROL ELECTRONIC SYSTEMS 
(Non-Missile) 

Bomb-Navigation 
Airborne Fire Control 
Shipboard and Other Fire Control 

MISSILE GUIDANCE CONTROL AND 
CHECKOUT 

Missile Guidance and Control 
Missile Checkout Equipment, Test Equip- 

ment and Calibration 
Torpedo 

SONAR EQUIPMENT 
Sonar, General 

111 
112 
113 

12 

121 
122 

123 

13 
130 

14 NUCLEAR WEAPONS EQUIPMENT 
140      Nucleor Weapons Equipment Repair, 

General 

15 ADP COMPUTERS 
150       ADP Computers, General 

16 TELETYPE AND CRYPTOGRAPHIC 
EQUIPMENT 

160      Teletype and Cryptographic Equipment, 
General 

19 OTHER ELECTRONIC EQUIPMENT 
191       Training Devices 
193      Shipboard Inertia! Navigation Systems 
198       Electronic Instruments, NEC 

COMMUNICATIONS AND INTELLI- 
GENCE SPECIALISTS 

20 RADIO AND RADIO CODE 
201 Radio Code 
202 Non-Code Radio 

21 SONAR 
210 Sonar Operator, General 

22 RADAR AND AIR TRAFFIC CONTROL 
221 Radar 
222 Air Traffic Control 

23 SIGNAL INTELLIGENCE ELECTRONIC 
WARFARE 

230 Signal Intelligence/Electronic Warfare, 
General 

231 Intercept (Code and non-Code) 
232 Analysis 
233 Electronic Countermeasures 

24 MILITARY INTELLIGENCE 
241 Language Interrogation/Interpretation 
242 Image Interpretation 
243 Operational Intelligence 
244 Counter intelligence 

25 COMBAT OPERATIONS CONTROL 
250       Combat Operations Control, Genera! 

3 MEDICAL AND DENTAL SPECIALISTS 

30 MEDICAL CARE 
300 Medical Care and Treatment, General 
301 Operating Room 
302 Mental Care 
303 Therapy 
304 Orthopedic 

-I TECHNICAL MEDICAL SERVICES 
311 Laboratory 
312 Pharmacy 
313 Radiology 

32 RELATED MEDICAL SERVICES 
31il       Food Inspection and Veterinary Services 
322       Preventive Medical Scrvicefi 

33 DENTAL CARE 
330 Dental Care, General 
331 Dental Laboratory 

4 OTHER TECHNICAL AND ALLIED 
SPECIALISTS 

40 PHOTOGRAPHY 
400 Photography, General 

41 DRAFTING, SURVEYING AND MAPPING 
411 Mapping 
412 Surveying 
413 Drafting 
414 Illustrating 

I 
(Ccn'l on page 36) 

-35- 
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(Con't from page 35) 

42 WEATHER 
420       Weather, General 

43 ORDNANCE DISPOSAL AND DIVING 
431       EOD/UDT 
433       Diver 

44 SCIENTIFIC AND ENGINEERING AIDES 
440       Scientific and Engineering Aides, General 

45 MUSICIANS 
450       Musicians, General 

49 TECHNICAL SPECIALISTS, NEC 
491 Physical Science Laboratory 
492 Memorial Activities and En1!)    ming 
493 Safely 
494 Nuclear, Biological, Chemical Warfare 

Specialists 

5      ADMINISTRATIVE SPECIALISTS AND 
CLERKS 

50 PERSONNEL 
500 Personnel, General 
501 Recruiting 

51 
510 
511 
512 
513 
514 
515 
516 
517 

52 
520 

521 

53 
531 
532 

54 
541 
542 

ADMINISTRATION 
Administration, General 
Stenography 
Legal 
Medical 
Transportation 
Postal 
Aviation Maintenance Records and Reports 
Flight Operations 

CLERICAL/PERSONNEL 
Combined Personnel and Administration, 

General 
First Sergeants and Sergeants Major 

DATA PROCESSING 
Operators/Analysts 
Programmers 

ACCOUNTING, FINANCE AND DISBURSING 
Auditing and Accounting 
Disbursing 

55 SUPPLY AND LOGISTICS 
551 Supply Administration 
552 Unit Supply 

56 RELIGIOUS, MORALE AND WELFARE 
561 Chaplain's Assistants 
562 Recreation and Welfare 

57 INFORMATION AND EDUCATION 
570      Information and Education, General 

58 COMMUNICATIONS CENTER OPERATIONS 
580       Communications Center Operations, General 

6       ELECTRICAL MECHANICAL EQUIP- 
MENT REPAIRMEN 

60 AIRCRAFT 
600 Aircraft, General 
601 Aircraft Engines 
602 Aircraft Accessories 
603 Aircraft Structures 

61 
610 
fill 
612 

62 
621 
622 
623 

63 
631 
632 
633 

64 
640 
641 
642 
643 
644 
645 

AUTOMOTIVE 
Automotive, General 
Track Vehicle 
Construction Equipment 

WIRE COMMUNICATIONS 
Linemen 
Central Office 
Interior Communications 

MISSILE MECHANICAL AND ELECTRICAL 
Missile Engine 
Missile Mechanic 
Missile Launch and Support Facilities 

ARMAMENT AND MUNITIONS 
Armament Maintenance, General 
Small Arms Repair 
Artillery Repair 
Turret Repair 
Nuclear Weapons Assembly 
Ammunition Repair 

64 ARMAMENT AND MUNITIONS (Cont'd) 
646 Aviation Ordnance 
647 Mines and Degaussing 

65 SHIPBOARD PROPULSION 
651 Main Propulsion 
652 Auxiliaries 

66 POWER GENERATING EQUIPMENT 
661 Nuclear Power 
662 Electric Power 

67 PRECISION EQUIPMENT 
670      Precision Equipment, General 

68 AIRCRAFT LAUNCH EQUIPMENT 
680      Aircraft Launch Equipment, General 

69 OTHER MECHANICAL AND ELECTRICAL 
EQUIPMENT 

690      Other Mechanical and Electrical Equip- 
ment, General 

7 CRAFTSMEN 

70 METALWORKINC 
700 Metalworlcing. General 
701 Welding 
702 Machinist 
703 Sheetmetal 
704 Metal Body Repair 

71 CONSTRUCTION 
710 Construction, General 
711 Steelworking 
712 Woodworking 

72 UTILITIES 
720 Utilities, General 
721 Electrician 

73 CONSTRUCTION EQUIPMENT OPERATION 
730      Construction Equipment Operation, General 

74 LITHOGRAPHY 
740      Lithography, General 

75 INDUSTRIAL GAS AND FUEL PRODUC- 
TION 

750      Industrial Gar and Fuel Production, 
General 

76 FABRIC, LEATHER AND RUBBER 
760       Fabric, Leather and Rubber, General 

77 MARINE OPERATING CRAFTS 
771 Boatswains 
772 Navigators 

78 FIREFIGHTING AND DAMAGE CONTROL 
780       Firefighting and Damage Control, General 

79 OTHER CRAFTSMAN, NEC 
790       Other Craftsmen, NEC, General 

8 SERVICE AND SUPPLY HANDLERS 

80 FOOD SERVICE 
800 Food Service, General 
801 Stewards and Enlisted Aides 

81 MOTOR TRANSPORT 
811 Motor Vehicle Operators 
812 Railway Operators 
813 Small Boat Operators 

82 MATERIAL RECEIPT, STORAGE AND 
ISSUE 

321      Missile Fuel and Petroleum 
822 Warehousing and Equipment Handling 
823 Sales Store 

83 MILITARY POLICE 
830 Military Police, General 
831 Confinement 
832 Criminal Investigation 

84 PERSONAL SERVICE 
840      Laundry and Personal Service, General 

85 AUXILIARY LABOR 
850       Auxiliary Labor, General 

86 FORWARD AREA EQUIPMENT SUPPORT 
860      Forward Area Equipment Support, General 

~ 
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Jl        Accountant, Auditor 
4        Agent (buyer of space 

098 Banking, Finance, Ins 
stockbroker, insnran 

Bookkeeper 
Business Executive ( 

president, treasurer, 
administrator, TV ex 

ftftl Buyer, Assistant Buyi 
\M)        Manager (store, buildi 
| 

TO BE SENT IN ONLY BY THOSE WHO DO NOT HAVE ANY PLANS TO WORK 
AT ANY TIME AFTER THEIR RETIREMENT •v 

lear Mrs. Sharp: 

I am not returning the preretirement questionnaire because I  AM NOT PLANNING TO SEEK OR  TAKE UP PAID 

IMPLOYMENT FOLLOWING RETIREMENT. 

a.   Name (please print);  
(Last) 

b.   Rank for retirement pay purposes; 

d. Branch of Service: ArmyQ 

e. Component: Regular Q] 

2.    Retiring for Disability?        YesQ 

■.    Length of Active Duty Service: 

(First) 

c.    Service Number: 

(Middle Initial) 

Navy D 

Reserve Q 

NoD 

Air Force □ 

3.   Dale of Birth; 

Marines Q 

(Month) (Year) 

(Years) 

Please indicate an address where you can be contacted during the first year after your retirement. 

(Name) 

What is your Social Security Number? 

(Street) (City) (State) 

590 

i 
471 
460 

580 
5,0,9 

Hi 

Foreman, construction 
Foreman, manufaciurit 
Foreman, other (pleasi 
Inspector, government 
Inspector, other (pleas 
Instrument maker and i 
Jeweler, watchmaker, 
Leather worker (incluti 
Machinist 
Mason (including brick 

setter) 
Mechanic and repairma 
Mechanic and repairme 
Mechanic and repairmc 

Because of the great length ol 
of these inaustries in a job th 
almind. 
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. aiC^--':; immmtms^: , 

(Con'l from page 35) 

42 WEATHER 
420       Weather, General 

43 ORDNANCE DISPOSAL AND DIVING 
431       EOD/UDT 
433      Diver 

44 SCIENTIFIC AND ENGINEERING AIDES 
440       Scientific and Engineering Aides, General 

45 MUSICIANS 
450       Musicians, General 

49 TECHNICAL SPECIALISTS, NEC 
49 i       Physical Science Laboratory 
492 Memorial Activities and Embalming 
493 Safety 
494 Nuclear, Biological, Chemical Warfare 

Specialists 

64 ARMAMENT AND MUNITIONS (Cont'd) 
646 Aviation Ordnance 
647 Mines and Degausoing 

65 SHIPBOARD PROPULSION 
651 Main Propulsion 
652 Auxiliaries 

66 POWER GENERATING EQUIPMENT 
661 Nuclear Power 
662 Electric Power 

67 PRECISION EQUIPMENT 
670       Precision Equipment, General 

68 AIRCRAFT LAUNCH  EQUIPMENT 
680      Aircraft Launch Equipment, General 

69 OTHER MECHANICAL AND ELECTRICAL 
EQUIPMENT 

60(1 fVh^r M»rl,nni/-nl   ar,A  Cl.^irlo.!   C,...'., 

i 

0 
i 
0 

FIRST CLASS 

PERMIT NO. 33451 

WASHINGTON,  D. C. 

BUSINESS REPLY MAIL 
NO  POSTAGE  STAMP NECESSARY  IF MAILED IN   THE  UNITED STATES I 

Postage will be paid by H 
MILITARY  RETIREMENT STUDY 

BUREAU OF SOCIAL SCIENCE RESEARCH, INC. 

1424    16TH STREET, N.W. 

WASHINGTON, D.C. 20036 

602 Alrcfaft Accessories 
603 Aircraft Structures 

61 AUTOMOTIVE 
610 Automotive, General 
611 Track Vehicle 
612 Construction Equipment 

62 WIRE COMMUNICATIONS 
621 Linemen 
622 Central Office 
623 Interior Communications 

63 MISSILE MECHANICAL AND ELECTRICAL 
631 Missile Engine 
632 Missile Mechanic 
633 Missile Launch and Support Facilities 

64 ARMAMENT AND MUNITIONS 
640 Armament Maintenance, Generül 
641 Small Arms Repair 
642 Artillery Repair 
643 Turret Repair 
644 Nuclear Weapons Assembly 
645 Ammunition Repair 

81 MOTOR TRANSPORT 
811 Motor Vehicle Operators 
812 Railway Operators 
813 Small Boat Operators 

82 MATERIAL RECEIPT, STORAGE AND 
ISSUE 

821 Missile Fuel and Petroleum 
822 Warehousing and Equipment Handling 
823 Sales Store 

83 MILITARY POLICE 
830 Military Police, General 
831 Confinement 
832 Criminal Investigation 

84 PERSONAL SERVICE 
840      Laundry and Personal Service, General 

85 AUXILIARY LABOR 
850       Auxiliary Labor, Genera] 

86 FORWARD AREA EQUIPMENT SUPPORT 
860      Forward Area Equipment Support, General 
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Ö LIST OF CIVILIAN OCCUPATIONS 

BUSINESS OFFICIAL AND COMMERCIAL OCCUPATIONS 

t 
098 

Accountant, Auditor 
Agent (buyer of space, director) 
Banking, Finance, Insurance Official (including 

stockbroker, insurance broker, credit analyst) 
Bookkeeper 
Business Executive (including president, vice- 

president, treasurer, director, proprietor, hospital 
administrator, TV executive, publisher, etc.) 

Buyer, Assistant Buyer, (for store) 
Manager (store, building, floor, hotel, office, 

sales, etc.) 

105        Office Clerk (all types) 
125 Office Machine Operator (including PBX, IBM, com- 

puter, etc.) 
039        Personnel Worker (employment agent) 
094        Public Official (including coroner, court official, 

customs inspector, tax inspector, postmaster, 
city manager, etc.) 

009        Public Relations Worker (not on executive level) 
150 Salesman • all types (including wholesale, retail, 

insurance) 

SERVICE OCCUPATIONS 

WP.        Barber 242 
.: ,1 Bartender 224 
280        Building Service (including janitor, building nain- 266 

tenance, groundskeeper, elevator operator, etc.) 200 
ÄSS        Cook 

Hospital worker (including practical nurse) 
Hotel Worker 
Policeman (including detective, guard) 
Service occupations, other (please specify) 

I 
SKILLED OCCUPATIONS AND TRADES 

401 

ozo 
526 

536 

590 

471 
460 

580 

Hi 

Baker 
Blaster and powderman 
Cabinet maker 
Carpenter 
Cement and concrete finisher 
Construction machinery operator (all types) 
Craneman (including derrickman, hoistman and 

shovelman) 
Driver, motor vehicle (all types—trucks, tractor, 

trailer, bus, taxi, chauffeur, routeman) 
Electrician 
Foreman, construction 
Foreman, manufacturing 
Foreman, other (please specify) 
Inspector, government service 
Inspector, other (please specify) 
Instrument maker and repairman 
Jeweler, watchmaker, gold and silversmith 
Leather worker (including shoe making and repair) 
Machinist 
Mason (including bricklayer, stonecutter, and tile 

setter) 
Mechanic and repairman, aircraft 
Mechanic and repairman, electrical equipment 
Mechanic and repairman, motor vehicle 

482 
508 
528 
527 
530 
441 
599 

773 
583 
598 
480 
572 
484 
426 
553 

476 
435 
548 

485 
499 

Metal foundry worker 
Optician and lens grinder 
Haperhanger and plasterer 
Painter 
Plumbi-r and steam fitter 
Printer and related trades 
Radio, television and electronic equipment- 

installation, repair and servicing of 
Rigger 
Serviceman, household appliances 
Serviceman, office machines (including typewriters) 
Sheetmetal worker 
Stationary engineer (all types) 
Structural metal worker 
Tailor 
Telephone, telegraph and electric power equipmenl-- 

installation, repair and servicing of (including 
linemen) 

Tool and die maker 
Upholsterer 
Water transportation (including mates, boatswains, 

quartermasters, engineers, pilots, etc.) 
Welder 
Other skills and trades (please specify) 

" 

Because of the great length of the list, we have not listed all the occupations in various industries. If you plan to work in one 
of these industries in a job that IS NOT otherwise listed above, please Vml. the industrial group and specify the job you hava 
11 mind. 

"-TJViit.^.T »St^UW  
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PROFESSIONAL OCCUPATIONS 

033 Agricultural Scienlisi (including agronomist, con- 
servationist, extension agent, forester, horticul- 
turist, husbandman and ranger) 

034 Biological Scientist fiicluding biologist, zoologist, etc.) 
008 Clergyman 
013 Dentist 
035 Earth Scientist (including geologist, geophysicist, etc.) 

Educalion- 
010 
011 
029 

031 
030 
032 

College Official (i.e., dean, registrar, etc.) 
College Teacher (specify subject area) 
High School and Elementary School Official (i.e. 
principal, supervisor, etc.) 
High School Teacher (specify subject area) 
Elementary School Teacher (specify subject area) 
Education - Other (i.e. coach, guidance counsellor, 

please specify) 

Engineer-- 
020 Aeronautical, aeiospace 
016 Civil 
017 Electrical 
019        Mechanical 
014 Engineer - Other (please specify) 

022 Lawyer 
023 Librarian 
037 Mathematician and/or Statistician 
007 Physical Scientist (including chemist, physicist, etc.) 
026 Physician or Surgeon 
038 Psychologist 
027 Social Worker (including recreation worker and 

welfare worker) 
036        Social Scientist (please specify) 
006        Writer (including editor, reporter, technical writer, 

literary writer) 
040 Other Professional Occupations (please specify) 

TECHNICAL OCCUPATIONS 

041 Aviator 
048 Draftsman (all types) 
049 Engineer aid 
068 Interpreter or Translator 

056 Photographer and related 
067 Specification Writer, Planner or Estimator 
057 Sports Instructor and/or Official 
064 Surveyor 

rs) 

nl- 

Technicians-- 
052 Dental 
053 X-Ray 
066 Electronic 
050 Laboratory 
054 Medical 
061 TV-Radio 
060 Technician, Other (please specify) 
052 Therapist (physical and occupational) 

s. 
300 FARMER  (any typo) 
387 COMMERCIAL  FISHERMAN 

one 
lave 

NO ENVELOPE OR POSTAGE NECESSARY TO MAIL THIS QUESTIONNAIRE 

TO MAIL 

Open back flap, moi sten gummed edge fold, and 

seal to  front  covor Business  reply panel will 

now bo visible. and questionnaire may be mailed 

flat. 
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